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T here is substantial racial and gender disparity in the American economy.As we will demonstrate, discriminatory treatment within the labor marketis a major cause of this inequality. The evidence is ubiquitous: careful
research studies which estimate wage and employment regressions, help-wanted
advertisements, audit and correspondence studies, and discrimination suits which
are often reported by the news media. Yet, there appear to have been periods of
substantial reductions in economic disparity and discrimination. For example, Do-
nohue and Heckman (1991) provide evidence that racial discrimination declined
during the interval 1965–1975. Gottschalk (1997) has produced statistical estimates
that indicate that discrimination against black males dropped most sharply between
1965 and 1975, and that discrimination against women declined during the interval
1973–1994. But some unanswered questions remain. Why did the movement toward
racial equality stagnate after the mid-1970s? What factors are most responsible for
the remaining gender inequality? What is the role of the competitive process in
elimination or reproduction of discrimination in employment?
The Civil Rights Act of 1964 is the signal event associated with abrupt changes
in the black-white earnings differential (Bound and Freeman, 1989; Card and Krue-
ger, 1992; Donohue and Heckman, 1991; Freeman, 1973).1 Along with other im-/ 300c 0003 Mp 63 Tuesday Oct 03 12:58 PM LP–JEP 0003
1 Evidence on racial progress in economic status is contingent on the measure selected for consideration.
While black-white earnings ratios rose for more than a decade following the passage of the Civil Rights
Act, black-white family income ratios have remained in a stable, narrow band between 60 and 64 percent
between 1960 and the present. The ratio actually declined below 60 percent during the 1982 reces-
sion(Darity and Myers, forthcoming). Moreover, there has been little change in black-white per capita
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portant pieces of federal legislation, the Civil Rights Act also played a major role
in reducing discrimination against women (Leonard, 1989). Prior to passage of the
federal civil rights legislation of the 1960s, racial exclusion and gender-typing of
employment was blatant. The adverse effects of discriminatory practices on the life
chances of African Americans, in particular, during that period have been well-
documented (Wilson, 1980; Myers and Spriggs, 1997, pp. 32–42; Lieberson, 1980).
Cordero-Guzman (1990, p. 1) observes that ‘‘up until the early 1960s, and partic-
ularly in the south, most blacks were systematically denied equal access to oppor-
tunities [and] in many instances, individuals with adequate credentials or skills were
not, legally, allowed to apply to certain positions in firms.’’ Competitive market
forces certainly did not eliminate these discriminatory practices in the decades
leading up to the 1960s. They remained until the federal adoption of antidiscri-
mination laws.
Newspaper help-wanted advertisements provide vivid illustrations of the open-
ness and visibility of such practices. We did an informal survey of the employment
section of major daily newspapers from three northern cities, the Chicago Tribune,
the Los Angeles Times and the New York Times, and from the nation’s capital, The
Washington Post, at five-year intervals from 1945 to 1965. (Examples from southern
newspapers are even more dramatic.) Table 1 presents verbatim reproductions of
some of these advertisements in 1960 that explicitly indicate the employers’ pref-
erence for applicants of a particular race was, far more often than not, white
applicants.
With respect to gender-typing of occupations, help-wanted advertisements were
structured so that whole sections of the classifieds offered job opportunities sepa-
rately and explicitly for men and women. Men were requested for positions that
included restaurant cooks, managers, assistant managers, auto salesmen, sales in
general, accountants and junior accountants, design engineers, detailers, diemak-
ers, drivers, and welders. Women were requested for positions that included house-
hold and domestic workers, stenographers, secretaries, typists, bookkeepers, occa-
sionally accountants (for ‘‘girls good at figures’’), and waitresses.2 The Washington
Post of January 3, 1960, had the most examples of racial preference, again largely
for whites, in help-wanted ads of any newspaper edition we examined. Nancy Lee’s/ 300c 0003 Mp 64 Tuesday Oct 03 12:58 PM LP–JEP 0003
employment service even ran an advertisement for a switchboard operator—
income ratios for more than a century. Vedder, Gallaway, and Klingaman (1990) estimated that black
income was 59 percent of white income in 1880. Darity, Guilkey, and Winfrey (1996) find that black
mean income was about 60 percent of U.S. mean income in 1980 and 1990.
2 The only significant exception to the help-wanted ads pattern of maintaining a fairly strict sexual
division of labor that we could detect was evident in the Los Angeles Times employment section of early
January 1945, where we found women being sought as aircraft riveters, assemblers, and army photog-
raphers. Of course, World War II was ongoing at that stage, and the comparative absence of men pro-
duced the ‘‘Rosie the Riveter’’ phenomenon. However, despite wartime conditions, even this temporary
breakdown in gender-typing of occupations was not evident in the help-wanted ads for the Chicago
Tribune, the New York Times, or the Washington Post at the same time. Moreover, racial preferences also
remained strongly pronounced in wartime advertisements of each of the four newspapers.
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presumably never actually seen by callers—requesting that all women applying be
white! Advertisements also frequently included details about the age range desired
from applicants, like men 21–30 or women 18–25. Moreover, employers also
showed little compunction about specifying precise physical attributes desired in
applicants.3
Following the passage of the Civil Rights Act of 1964, none of the newspapers
carried help-wanted ads that included any explicit preference for ‘‘white’’ or ‘‘col-
ored’’ applicants in January 1965. However, it became very common to see ad-
vertisements for ‘‘European’’ housekeepers (a trend that was already visible as
early as 1960). While race no longer entered the help-wanted pages explicitly,
national origin or ancestry seemed to function as a substitute. Especially revealing
is an advertisement run by the Amity Agency in the New York Times on January 3,
1965, informing potential employers that ‘‘Amity Has Domestics’’: ‘‘Scottish Gals’’
at $150 a month as ‘‘mothers’ helpers and housekeepers,’’ ‘‘German Gals’’ at
$175 a month on one-year contracts, and ‘‘Haitian Gals’’ at $130 a month who
are ‘‘French speaking.’’ Moreover, in the ‘‘Situations Wanted’’ section of the
newspaper, prospective female employees still were indicating their own race in
January 1965.
The case of the help-wanted pages of the New York Times is of special note
because New York was one of the states that had a state law against discrimination
and a State Commission Against Discrimination in place, long prior to the passage
of the federal Civil Rights Act of 1964. However, the toothlessness of New York’s
State Commission Against Discrimination is well-demonstrated by the fact that em-
ployers continued to indicate their racial preferences for new hires in help-wanted
ads, as well as by descriptions of personal experience like that of John A. Williams
in his semi-autobiographical novel, The Angry Ones (1960 [1996], pp. 30–1).
Help-wanted ads were only the tip of the iceberg of the process of racial exclu-
sion in employment. After all, there is no reason to believe that the employers who
did not indicate a racial preference were entirely open-minded about their appli-
cant pool. How successful has the passage of federal antidiscrimination legislation
in the 1960s been in producing an equal opportunity environment where job ap-
plicants are now evaluated on their qualifications? To give away the answer at the
outset, our response is that discrimination by race has diminished somewhat, and
discrimination by gender has diminished substantially. However, neither employ-
ment discrimination by race or by gender is close to ending. The Civil Rights Act
of 1964 and subsequent related legislation has purged American society of the most
overt forms of discrimination. However, discriminatory practices have continued in
more covert and subtle forms. Furthermore, racial discrimination is masked and/ 300c 0003 Mp 65 Tuesday Oct 03 12:58 PM LP–JEP 0003
rationalized by widely-held presumptions of black inferiority.
3 The C.W. Agency, advertising in the Los Angeles Times on January 1, 1950, wanted a ‘‘Girl Model 38
bust, 25 waist, 36 hips;’’ ‘‘Several Other Types’’ with physical characteristics unspecified in the advertise-
ment apparently also were acceptable.
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Statistical Research on Employment Discrimination
Economic research on the presence of discrimination in employment has fo-
cused largely on black-white and male-female earnings and occupational disparities.
The position typically taken by economists is that some part of the racial or gender
gap in earnings or occupations is due to average group differences in productivity-
linked characteristics (a human capital gap) and some part is due to average group
differences in treatment (a discrimination gap). The more of the gap that can be
explained by human capital differences, the easier it becomes to assert that labor
markets function in a nondiscriminatory manner; any remaining racial or gender
inequality in employment outcomes must be due to differences between blacks and
whites or between men and women that arose outside the labor market.
One widely used approach is to estimate a regression equation where earnings
levels or occupational status is the dependent variable, explained by some combi-
nation of factors like years and quality of education, experience, job tenure, region/ 300c 0003 Mp 67 Tuesday Oct 03 12:58 PM LP–JEP 0003
of country, and dummy variables for race and gender. If the coefficients on the
race and gender variables are statistically significant and negative in sign after con-
trolling for other factors, that is taken as evidence of discrimination within the labor
market.
A second widely used approach is to apply the Blinder-Oaxaca decomposition
procedure. This procedure involves estimation of separate earnings or occupational
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status regressions for a reference group—for example, all males or all white males—
and all other groups whose labor market outcomes are being compared against
them. The Blinder-Oaxaca technique permits the researcher to sort between the
extent to which the disparity in outcomes between the reference and the compar-
ison group is due to differences in average group endowments (human capital) of
income-generating characteristics and differences in treatment (discrimination) of
given characteristics. The human capital gap is captured by isolating the effects of
intergroup disparity in mean values of the variables included in the regressions; the
discrimination is captured by isolating the effects of intergroup disparity in the
estimated values of the constant term and coefficients in the regressions. Thus, the
Blinder-Oaxaca decomposition identifies the presence of discrimination when
there are palpable differences in the estimated structural equations producing eco-
nomic outcomes for the reference and the comparison groups.
Our general expectation is the race-gender dummy variable approach and the
Blinder-Oaxaca technique should lead to the same conclusions about the presence
or absence of labor market discrimination. If a race or gender dummy is statistically
significant or negative in the first approach, a Blinder-Oaxaca decomposition prob-
ably will reveal that the corresponding racial or gender group suffers a loss in
economic outcome due to differential treatment of given characteristics. However,
the first approach obviously constrains the coefficient estimates on the productivity-
linked variables to be the same for all groups, while the Blinder-Oaxaca approach
does not.
Regression Evidence on Gender Differentials
The 1980s and 1990s have seen a general narrowing in wage differentials be-
tween men and women. In 1981, the annual earnings of women employed full-time
and year-round were 59 percent of the annual earnings of men. By 1995, this ratio
was 71 percent (Blau et al., 1998, pp. 134–140). When adjustments are made in
regression equations for education, job experience, and so on, the differential
shrinks still further. There are at least three reasons for the narrowing of the wage
gap. First, Gottschalk (1997, p. 29) shows that from 1973 to 1994, men at or below
the 78th percentile of the male wage distribution experienced absolute decreases
in their real wage rate. Simultaneously, the wages of women rose at all points along
the female wage distribution, although women above the median received the most
dramatic wage improvements.4 Second, female-male gaps in human capital, espe-
cially the gap in actual market experience, have declined (Blau et al., 1998,/ 300c 0003 Mp 68 Tuesday Oct 03 12:58 PM LP–JEP 0003
pp. 141–184). Third, legal pressure has succeeded in expanding the range of job
4 Waldfogel (1998) also reports on differences in the trend of mean earnings for men and women.
Examining the hourly wage rate of men and women ages 24 to 45 for 1978, 1988, and 1994, she finds
that women earned $10.49, $11.58, and $11.42, respectively. However, the mean hourly wage rates for
men were $16.25, $15.68, and $14.95 for 1978, 1988, and 1994, respectively.
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opportunities for women; hence, the level of discrimination against women appears
to have declined (Blau and Kahn, 1997).
However, two substantial issues remain: the ‘‘family gap,’’ or the lower level of
wages received by women with children (Waldfogel, 1998) and continued occupa-
tional segregation of women in lower-paid jobs. Both of these issues pose problems
for the standard earnings regression framework. A respectable model of human
capital must include job experience and education, but if the level of job experience
and education are determined in part by social expectations of how much education
women need and social patterns of who will need to take time off from work to
look after children, then those variables may be embodying discrimination against
women, rather than controlling for an exogenous variable. Similarly, if an earnings
equation does not control for type of occupation, then it is open to the criticism
that it is not comparing equivalent jobs. However, if it does control for type of
occupation, and society is pushing women into particular jobs, then occupation
becomes a variable that is embodying discrimination against women, rather than
controlling for an exogenous factor (Mason, forthcoming-b).
There is strong evidence of a ‘‘family gap’’ in women’s earnings; a gap between
women with children and those without. This difference goes some way to explain-
ing the remaining overall gender gap in earnings. Waldfogel (1998) reports that
the consensus estimate of the family penalty is 10–15 percent. Women with children
systematically are paid a lower wage than women without children after adjusting
for differences in human capital attributes. On the other hand, married men (who
are much more likely to have children than unmarried men) receive a wage pre-
mium. Waldfogel shows that among workers 24 to 45 years of age, women without
children receive wage rates that are 81.3 percent of men’s pay, while women with
children receive wage rates that are only 73.4 percent of men’s pay. Waldfogel’s
catalog of possible explanations for the family gap include unobserved hetero-
geneity (mothers are less motivated or supply less effort for market work than non-
mothers); discrimination (employers prefer women without children); and insti-
tutional barriers to labor force participation by mothers (anemic maternity leave
and child care policies as well as workplaces with inflexible workhours).
In addition, there continues to be strong evidence of occupational crowding
by gender in the United States (England, 1982, 1984; Madden, 1987; King, 1992).
For example, the index of occupational dissimilarity was 53 percent in 1990 (Bian-
chi and Spain, 1996, p. 23), which means that nearly half of women (or men) would
have to change occupations to have equal gender representation in all occupa-
tions.5 This is lower than the 1970 value of 68 percent, but it indicates substantial
differences persist in occupational employment by gender. These differences can-/ 300c 0003 Mp 69 Tuesday Oct 03 12:58 PM LP–JEP 0003
5 The index of dissimilarity (D) is calculated as: D Å Si(Éfi/F 0 mi/MÉ)/2∗100, where fi(mi) is the fraction
of women (men) in occupation i and F(M) represents the total number of women (men) in the labor
force. A value of 100 indicates complete segregation, while a value of 0 indicates no segregation. Hence,
a value of 68 percent indicates that two-thirds of women (or men) would have to obtain a new occupation
in order to have equal representation in all occupations.
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not be explained well by human capital differences between men and women;
women continue to be more concentrated in lower-paying jobs than men with
equivalent levels of education.
Intriguing evidence on gender inequality has been developed by Blau and
Kahn (1996) in a cross-national study which compares gender inequality in nine
OECD countries—Australia, Austria, Germany, Hungary, Italy, Norway, Sweden,
Switzerland, and the United Kingdom—with the United States. Blau and Kahn
(p. S30) report a seeming paradox: ‘‘1) U.S. women compare favorably with women
in other countries in terms of human capital and occupational distribution; 2) the
United States has had a longer and often stronger commitment to equal pay and
equal employment opportunity policies than have most of the other countries in
our sample; but 3) the gender pay gap is larger in the United States than in most
countries.’’ From an international perspective, cross-national differences in human
capital, occupation, and laws fail to explain the cross-national variation in gender
disparity in earnings.
Instead, the major explanatory factor appears to be differences in the overall
degree of inequality in the national economy. For example, Blau and Kahn (1996,
p. S33) show that American and Australian women have two of the highest percen-
tile rankings in the male wage distributions in their respective countries; in both
cases, the average woman is at the 33rd percentile of the male wage distribution.
However, Australian women have an hourly wage that is 73 percent of the Australian
male mean, a wage ratio second only to Sweden’s 77 percent among the 10 coun-
tries studied. In contrast, American women have an hourly wage rate that is only
65 percent of the U.S. male mean, which is among the lowest of the countries
studied, with Hungary and Switzerland also at 65 percent and the United Kingdom
at 61 percent. Wage-setting institutions in each country appear to have a profound
impact on the extent of male-female economic inequality. Countries like the United
States and the United Kingdom with decentralized wage setting institutions and
weaker trade unions tend to have the greatest general levels of inequality. Since
those persons in the lower half of the income distribution are comparatively more
penalized in the United States and the United Kingdom than elsewhere, gender
inequality is worse relative to other countries as well.6 For Australia, Austria, Ger-
many, Italy, Norway, and Sweden, greater inequality in the male wage distribution
can account for the higher gender gap (p. 48).
Regression Evidence on Racial Discrimination
When we consider economic disparities by race, a difference emerges by gen-/ 300c 0003 Mp 70 Tuesday Oct 03 12:58 PM LP–JEP 0003
der. Using a Blinder-Oaxaca approach in which women are compared by their
6 Supporting evidence for this position comes from the recent article in this journal by Fortin and
Lemieux (1997, p. 89), who find that changes in the real value of the U.S. minimum wage can explain
nearly one-third of the variation in female wage inequality over the past decade. This is an example of
the interrelationship between overall wage equality and the male-female earnings differential.
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various racial and ethnic subgroups, Darity, Guilkey and Winfrey (1996) find little
systematic evidence of wage discrimination based on U.S. Census data for 1980 and
1990.7 However, when males are examined using the same Census data a standard
result emerges. A significant portion of the wage gap between black and white males
in the United States cannot be explained by the variables included to control for
productivity differences across members of the two racial groups.
Black women are likely to have the same school quality and omitted family back-
ground characteristics as black men (the same is true for white women and men).
Hence, it strains credibility to argue that the black-white earnings gap for men is due
to an omitted labor quality variable unless one also argues that black women are paid
more than white women conditional on the unobservables. The findings of Darity,
Guilkey and Winfrey (1996), Rodgers and Spriggs (1996) and Gottschalk (1997)
indicate that in 1980 and 1990 black men in the United States were suffering a 12 to
15 percent loss in earnings due to labor market discrimination.
There is a growing body of evidence that uses color or ‘‘skin shade’’ as a natural
experiment to detect discrimination. The approach of these studies has been to
look at different skin shades within a particular ethnic group at a particular place
and time, which should help to control for factors of culture and ethnicity other
than pure skin color. Johnson, Bienenstock, and Stoloff (1995) looked at dark-
skinned and light-skinned black males from the same neighborhoods in Los An-
geles, and found that the combination of a black racial identity and a dark skin
tone reduces an individual’s odds of working by 52 percent, after controlling for
education, age, and criminal record! Since both dark-skinned and light-skinned
black males in the sample were from the same neighborhoods, the study de facto
controlled for school quality. Further evidence that lighter-complexioned blacks
tend to have superior incomes and life chances than darker-skinned blacks in the
United States comes from studies by Ransford (1970), Keith and Herring (1991)
and Johnson and Farrell (1995).
Similar results are found by looking at skin color among Hispanics. Research
conducted by Arce, Murguia, and Frisbie (1987) utilizing the University of Michi-
gan’s 1979 National Chicano Survey involved partitioning the sample along two
phenotypical dimensions: skin color, ranging from Very Light to Very Dark on a
five-point scale; and physical features, ranging from Very European to Very Indian
7 The 1980 and 1990 Censuses provide only self-reported information on interviewees’ race and their
ancestry, which makes it possible to partition the American population into 50 different detailed ethnic
and racial groups, like Asian Indian ancestry women, Mexican ancestry women, Polish ancestry women,
French Canadian ancestry women, and so on. The explanatory variables were years of school, years of/ 300c 0003 Mp 71 Tuesday Oct 03 12:58 PM LP–JEP 0003
college, number of children, married spouse present, years of work experience, years of work experience
squared, very good or fluent English, disabled, born in the United States, assimilated (that is either
married to a person with a different ethnicity or having claimed two different ethnic groups in the
census), location, region, and occupation. Annual earnings was the dependent variable. There was no
control for the difference between potential and actual experience; hence, to the extent that the gap
between potential and actual experience and the rate of return to actual experience varies by race, the
results for the female regressions may be less reliable than the results for the male regression.
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on a five-point scale. Chicanos with lighter skin color and more European features
had higher socioeconomic status. Using the same data set, Telles and Murguia
(1990) found that 79 percent or $1,262 of the earnings differences between the
dark phenotypic group and other Mexican Americans was not explained by the
traditional variables affecting income included in their earnings regression. Further
support for this finding comes from Cotton (1993) and Darity, Guilkey, and Winfrey
(1996) who find using 1980 and 1990 Census data that black Hispanics suffer close
to ten times the proportionate income loss due to differential treatment of given
characteristics than white Hispanics. Evidently, skin shade plays a critical role in
structuring social class position and life chances in American society, even between
comparable individuals within minority groups.
Cross-national evidence from Brazil also is relevant here. Despite conventional
beliefs in Brazil that race is irrelevant and class is the primary index for social
stratification, Silva (1985) found using the 1976 national household survey that
blacks and mulattos (or ‘‘browns’’) shared closely in a relatively depressed eco-
nomic condition relative to whites, with mulattos earning slightly more than blacks.
Silva estimated that the cost of being nonwhite in Brazil in 1976 was about 566
cruzeiros per month (or $104 U.S.). But Silva found slightly greater unexplained
income differences for mulattos, rather than blacks vis-à-vis whites, unexplained
differences he viewed as evidence of discrimination. A new study by Telles and Lim
(1997), based upon a random national survey of 5000 persons conducted by the
Data Folha Institute des Pesquisas, compares economic outcomes based upon
whether race is self-identified or interviewer-identified. Telles and Lim view
interviewer-identification as more useful for establishing social classification and
treatment. They find that self-identification underestimates white income and over-
estimates brown and black incomes relative to interviewer-classification.
Despite the powerful results on skin shade, some continue to argue that the
extent of discrimination is overestimated by regression techniques because of miss-
ing variables. After all, it seems likely that the general pattern of unobserved
variables—for example, educational quality or labor force attachment—would tend
to follow the observed variables in indicating reasons for the lower productivity of
black males (Ruhm, 1989, p. 157). As a result, adjusting for these factors would
reduce the remaining black-white earnings differential.8
As one might imagine, given the framework in which economists tackle the
issue of discrimination, considerable effort has been made to find measures of all
imaginable dimensions of human capital that could be used to test the presence of
labor market discrimination. This effort has uncovered one variable in one data set
which, if inserted in an earnings regression, produces the outcome that nearly all/ 300c 0003 Mp 72 Tuesday Oct 03 12:58 PM LP–JEP 0003
of the black male-white male wage gap is explained by human capital and none by
labor market discrimination. (However, thus far no one has suggested a reasonable
8 For a view that unobservable factors might favor black male productivity, thereby meaning that the
regression coefficients are underestimating the degree of discrimination, see Mason (forthcoming-a).
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missing variable for the skin shade effect.) The particular variable that eliminates
evidence of discrimination in earnings against black men as a group is the Armed
Forces Qualifying Test (AFQT) score in the National Longitudinal Survey of Youth
(NLSY).
A number of researchers have confirmed with somewhat different sample sizes
and methodologies that including AFQT scores in an earnings equation virtually
will eliminate racial differences in wages. In this journal, June O’Neill (1990) ex-
amined the 1987 sample of men aged 22–29 who had taken the AFQT when they
were interviewed seven years earlier. The average AFQT score for black men was
48 and for white men it was 73.9 The unadjusted hourly wage ratio for these men
was 83 percent. The ratio adjusted for region, schooling, and potential experience
was 88 percent. The ratio adjusted for region, schooling, potential experience, and
AFQT score was 95–96 percent, close to parity. Similarly, Maxwell (1994) looked
at a cohort of men six years after leaving school, and found that the inclusion of
AFQT scores in a wage regression explained two-thirds of the gap. Ferguson (1995)
used the 1988–1992 samples of males aged 25–35 years, and found that while un-
adjusted gaps in earnings ranged between 13 to 20 percent, AFQT scores could
explain one-half to two-thirds of that difference. Neal and Johnson (1996) found
that AFQT scores could explain three-quarters of the black-white gap for men and
all of the black-white gap for women. Neal and Johnson also found that AFQT’s
inclusion in log wage equations can completely explain wage differentials for His-
panic males and females.10
The conclusion of this body of work is that labor market discrimination against
blacks is negligible or nonexistent. Using Neal and Johnson’s (1996) language, the
key to explaining differences in black and white labor market outcomes must in-
stead rest with ‘‘premarket factors.’’ These studies have led Abigail and Stephan
Thernstrom (1997) in a prominent Wall Street Journal editorial to proclaim that
‘‘what may look like persistent employment discrimination is better described as
employers rewarding workers with relatively strong cognitive skills.’’
9 Interracial differences in AFQT scores appear to be more substantial than the interracial differences
in the Scholastic Aptitude Test (SAT) and the National Assessment of Educational Progress (NAEP),
although whites have higher scores than blacks on all three tests.
10 Similar results emerge from preliminary research performed with the General Social Survey (GSS)
that includes a 10-item cognitive skills test called Wordsum (White, 1997). The mean black score on
Wordsum in the GSS sample was 4.72 and the mean white score was 6.21 out of the maximum possible
score of 10, a difference similar in magnitude to the racial differences in AFQT scores. In an income
equation controlling for age, sex, father’s education, mother’s education, occupational prestige, and
religious affiliation, but not for Wordsum scores, the coefficient on the race variable is negative and
statistically significant. But when Wordsum scores are included, the race variable actually becomes pos-/ 300c 0003 Mp 73 Tuesday Oct 03 12:58 PM LP–JEP 0003
itive in sign and statistically significant! From this standpoint, blacks actually receive a positive racial
premium relative to their productivity-linked characteristics, once cognitive skill is controlled via the
Wordsum scores. Once again, the interpretation could be advanced that there is no statistical evidence
of wage discrimination based upon these findings. But matters are not so straightforward. First, if oc-
cupational prestige is used as the labor market outcome to be explained rather than income, results
change rather sharply. Even with Wordsum scores as an included variable in the prestige equation, the
race coefficient remains strongly negative.
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But matters are not so straightforward. The essential problem is what the AFQT
scores are actually measuring, and therefore what precisely is being controlled for.
There is no consensus on this point. AFQT scores have been interpreted variously
as providing information about school quality or academic achievement (O’Neill,
1990), about previously unmeasured skills (Ferguson, 1995; Maxwell, 1994; Neal
and Johnson, 1996), and even about intelligence (Herrnstein and Murray, 1994)—
although the military did not design AFQT as an intelligence test (Rodgers and
Spriggs, 1996).11 The results obtained by O’Neill (1990), Maxwell (1994), Ferguson
(1995), and Neal and Johnson (1996) after using the AFQT as an explanatory
variable are, upon closer examination, not robust to alternative specifications and
are quite difficult to interpret.
The lack of robustness can be illustrated by looking at how AFQT scores in-
teract with other variables in the earnings equation. Neal and Johnson (1996), for
example, adjust for age and AFQT score in an earnings equation, but not for years
of schooling, presumably on the assumption that same-age individuals would have
the same years of schooling, regardless of race. However, this assumption does not
appear to be true. Rodgers, Spriggs and Waaler (1997) find that white youths had
accumulated more schooling at a given age than black or Hispanic youths. When
AFQT scores are both age and education-adjusted, a black-white wage gap reemer-
ges, as the authors report (p. 3):12
. . . estimates from models that use our proposed age and education adjusted
AFQT score [show] that sharp differences in racial and ethnic wage gaps exist.
Instead of explaining three-quarters of the male black-white wage gap, the age
and education adjusted score explains 40 percent of the gap. Instead of ex-
plaining the entire male Hispanic-white gap, the new score explains 50 per-
cent of the gap . . . [B]lack women no longer earn more than white women
do, and . . . Hispanic women’s wage premium relative to white women is
reduced by one-half.
Another specification problem arises when wage equations are estimated using
both AFQT scores and the part of the NLSY sample that includes measures of
psychological well-being (for ‘‘self-esteem’’ and ‘‘locus of control’’) as explanatory
11 Indeed, if one uses a measure that, unlike the AFQT, was explicitly designed as a measure of intelli-
gence, it does not explain the black-white gap in wages. Mason (forthcoming-b; 1996) demonstrates this
by using in a wage equation an explanatory variable that comes from a sentence completion test given
to 1972 respondents to the Panel Study of Income Dynamics (PSID)—a test which was designed to assess/ 300c 0003 Mp 74 Tuesday Oct 03 12:58 PM LP–JEP 0003
‘‘g,’’ so-called general intelligence. Mason finds that the significant, negative sign on the coefficient for
the race variable is unaffected by inclusion of the PSID sentence completion test score as an explanatory
variable. Indeed, Mason (1997) finds that although discrimination declined during 1968 to 1973, dis-
crimination grew by 2.0 percent annually during 1973–1991. On the other hand, the rate of return to
cognitive skill (IQ) was relatively constant during 1968–1979, but had an annual growth rate of 1.6
percent during 1979–1991.
12 Mason (1997) finds a similar result when age and education-adjusted IQ scores are used.
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variables. The presence of the psychological variables restores a negative effect on
wages of being African-American (Goldsmith, Veum and Darity, 1997).13
Yet another specification problem becomes relevant if one interprets AFQT
scores as providing information about school quality. But since there is a school
survey module of the NLSY which can be used to provide direct evidence on school
quality, using variables like the books/pupil ratio, the percent of students classified
as disadvantaged, and teacher salaries, it would surely be more helpful to use this
direct data on school quality rather than the AFQT scores. In another method of
controlling for school quality, Harrison (1972) compared employment and earn-
ings outcomes for blacks and whites living in the same black ghetto communities,
on grounds that school quality would not be very different between them. Harrison
found sharp differences in earnings favoring whites.14
One severe difficulty in interpreting what differences in the AFQT actually
mean is demonstrated by Rodgers and Spriggs (1996) who show that AFQT scores
appear to be biased in a specific sense. They show that if AFQT scores are treated
as an endogenous variable and if equations for AFQT are estimated separately for
blacks and whites, controlling for family background, school quality and psycho-
logical motivation, the coefficients for generating AFQT scores differ substantially
between blacks and whites. White coefficients generate significantly higher scores
for given characteristics than black coefficients.
Following the Blinder-Oaxaca approach, Rodgers and Spriggs then create a
hypothetical set of ‘‘unbiased’’ black scores by running the mean black character-
istics through the equation with the white coefficients. When those scores replace
the actual AFQT scores in a wage equation, then the adjusted AFQT scores no
longer explain black-white wage differences. A similar result can be obtained if
actual white scores are replaced by hypothetical scores produced by running white
characteristics through the equation with black coefficients.15 Apparently, the
AFQT scores themselves are a consequence of bias in the underlying processes that
generate AFQT scores for blacks and whites. Perhaps AFQT scores are a proxy for
skills that do not capture all skills, and thus leave behind a bias of uncertain direc-
tion. Or there may be other predictors of the test that are correlated with race but
which are left out of the AFQT explanatory equation.
To muddy the waters further, focusing on the math and verbal subcomponents
of AFQT leads to inconsistent implications for discriminatory differentials. For ex-
13 Attention to the psychological measures also provides mild evidence that blacks put forth more effort
than whites, a finding consistent with Mason’s (forthcoming-a) speculation that there may be unobserv-
ables that favor black productivity. Mason argues that effort or motivation is a productivity-linked variable/ 300c 0003 Mp 75 Tuesday Oct 03 12:58 PM LP–JEP 0003
that favors blacks, based upon his finding that blacks acquire more schooling than whites for a compa-
rable set of resources.
14 Card and Krueger (1992) also directly control for school quality. They find that there is still a sub-
stantial wage gap left after controlling for school quality.
15 Systematic racial differences in the structural equations for the determination of standardized test
scores also are evident in the General Social Survey data. Fitting equations for Wordsum scores separately
for blacks and whites also yields statistically distinct structures (White, 1997). See note 4 earlier.
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ample, while a higher performance on the verbal portion of the AFQT contributes
to higher wages for black women versus black men, it apparently has little or no
effect on the wages of white women versus white men (Currie and Thomas, 1995).
However, white women gain in wages from higher scores on the math portion of
the AFQT, but black women do not. Perhaps this says that white women are
screened (directly or indirectly) for employment and pay on the basis of their math
performance, while black women are screened based upon their verbal skills. Per-
haps this is because white employers have a greater ‘‘comfort zone’’ with black
women who have a greater verbal similarity to whites. Or perhaps something not
fully understood and potentially quirky is going on with the link between these test
results and wages.
Finally, since skill differentials have received such widespread discussion in
recent years as an underlying cause of growing wage inequality in the U.S.
economy—see, for example, the discussion in the Spring 1997 issue of this
journal—it should be pointed out that growth in the rewards to skill does not mean
that the effects of race have diminished. If the importance of race and skill increase
simultaneously, then a rising skill premium will explain more of the changes in
intraracial wage inequality, which may well leave a larger unexplained portion of
interracial wage inequality. For example, when Murnane et al. (1995) ask whether
test scores in math, reading, and vocabulary skills for respondents in the National
Longitudinal Study of the High School Class of 1972 and High School and Beyond
datasets have more explanatory power in wage equations for 1980 graduates than
1972 graduates, their answer is ‘‘yes’’—the rate of return to cognitive skill (test
scores) increased between 1978 and 1986. However, in these same regressions, the
absolute value of the negative race coefficient is larger for the 1980 graduates than
it is for the 1972 graduates! These results confirm that there are increasing returns
to skills measured by standardized tests, but do not indicate that the rise in returns
to skills can explain changes in the black-white earnings gap very well.
The upshot is the following. There is no doubt that blacks suffer reduced
earnings in part due to inferior productivity-linked characteristics, like skill gaps or
school quality gaps, relative to nonblack groups. However, evidence based on the
AFQT should be treated with extreme caution. Given that this one variable in one
particular data set is the only one that suggests racial discrimination is no longer
operative in U.S. employment practices, it should be taken as far from convincing
evidence. Blacks, especially black men, continue to suffer significantly reduced
earnings due to discrimination and the extent of discrimination./ 300c 0003 Mp 76 Tuesday Oct 03 12:58 PM LP–JEP 0003
Direct Evidence on Discrimination: Court Cases and Audit Studies
One direct body of evidence of the persistence of employment discrimination,
despite the presence of antidiscrimination laws, comes from the scope and dispen-
sation of job discrimination lawsuits. A sampling of such cases from recent years is
presented in Table 2. As the table reveals, discriminatory practices have occurred
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Table 2
Selected Court Cases Providing Evidence of Recent Employment Discrimination
in the Private Sector
Employer Allegations Conditions of Resolution Source
Publix Super
Markets (1997)
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at highly visible U.S. corporations often having multinational operations. The suits
reveal racial and gender discrimination in employment, training, promotion, ten-
ure, layoff policies, and work environment, as well as occupational segregation.
Perhaps the most notorious recent case is the $176 million settlement reached
between Texaco and black employees after disclosure of taped comments of white
corporate officials making demeaning remarks about blacks, remarks that revealed
an outlook that translated into corresponding antiblack employment practices.
Clearly, neither federal antidiscrimination laws nor the pressures of competitive
markets have prevented the occurrence of discriminatory practices that have re-/ 300c 0003 Mp 78 Tuesday Oct 03 12:58 PM LP–JEP 0003
sulted in significant awards or settlements for the plaintiffs.
Another important source of direct evidence are the audit studies of the type
conducted in the early 1990s by the Urban Institute (Mincy, 1993). The Urban
Institute audit studies sought to examine employment outcomes for young black,
Hispanic, and white males, ages 19–25, looking for entry-level jobs. Pairs of black
and white males and pairs of Hispanic and non-Hispanic white males were matched
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as testers and sent out to apply for jobs at businesses advertising openings. Prior to
application for the positions, the testers were trained for interviews to minimize
dissimilarity in the quality of their self-presentation, and they were given manufac-
tured résumés designed to put their credentials on a par. The black/white tests
were conducted in Chicago and in Washington, D.C., while the Hispanic/non-
Hispanic tests were conducted in Chicago and in San Diego.
A finding of discrimination was confirmed if one member of the pair was of-
fered the position and the other was not. No discrimination was confirmed if both
received an offer (sequentially, since both were instructed to turn the position
down) or neither received an offer. This is a fairly stringent test for discrimination,
since, in the case where no offer was made to either party, there is no way to
determine whether employers were open to the prospect of hiring a black or an
Hispanic male, what the overall applicant pool looked like, or who was actually
hired. However, the Urban Institute audits found that black males were three times
as likely to be turned down for a job as white males, and Hispanic males also were
three times as likely as non-Hispanic white males to experience discrimination in
employment (Fix, Galster and Struyk, 1993, pp. 21–22).
Bendick, Jackson and Reinoso (1994) also report on 149 race-based (black,
white) and ethnicity-based (Hispanic, non-Hispanic) job audits conducted by the
Fair Employment Council of Greater Washington, Inc. in the D.C. metropolitan
area in 1990 and 1991. Testers were paired by gender. The audit findings are strik-
ing. White testers were close to 10 percent more likely to receive interviews than
blacks. Among those interviewed, half of the white testers received job offers versus
a mere 11 percent of the black testers. When both testers received the same job
offers, white testers were offered 15 cents per hour more than black testers. Black
testers also were disproportionately ‘‘steered’’ toward lower level positions after the
job offer was made, and white testers were disproportionately considered for un-
advertised positions at higher levels than the originally advertised job.
Overall, the Fair Employment Council study found rates of discrimination in
excess of 20 percent against blacks (in the black/white tests) and against Hispanics
(in the Hispanic/non-Hispanic tests). In the Hispanic/non-Hispanic tests, Hispanic
male job seekers were three times as likely to experience discrimination as Hispanic
females. But, surprisingly, in the black/white tests, black females were three times
as likely to encounter discrimination as black males. The racial results for women
in this particular audit stand in sharp contrast with the results in the statistical
studies described above.
The most severe criticisms of the audit technique have come from Heckman
and Siegelman (1993). At base, their central worry is that testers cannot be paired
in such a way that they will not signal a difference that legitimately can be inter-/ 300c 0003 Mp 79 Tuesday Oct 03 12:58 PM LP–JEP 0003
preted by the prospective employer as a difference in potential to perform the job,
despite interview training and doctored résumés.16 For example, what about intan-
16 Although some of their criticisms along these lines frankly strike us as ridiculous; for example, concerns
about facial hair on the Hispanic male testers used by the Urban Institute.
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gibles like a person’s ability to make a first impression, or the fact that certain
résumés may be unintentionally superior to others?
In an audit study consciously designed to address many of the Heckman and
Siegelman (1993) methodological complaints, Neumark, Bank, and Van Nort
(1995) examined sex discrimination in restaurant hiring practices. Four testers (all
college students, two men and two women) applied for jobs waiting tables at 65
restaurants in Philadelphia. The restaurants were separated into high, medium, and
low price, according to average cost of a meal. Waiters at the high price restaurants
tend to receive greater wages and tips than their counterparts in low price restau-
rants; specifically, the authors find that average hourly earnings for waiters were 47
and 68 percent higher in the high price restaurant than the medium and low price
restaurant, respectively. One man and one woman applied for a job at each restau-
rant, so there were 130 attempts to obtain employment. Thirty-nine job offers were
received.
One interesting twist to this methodology is that three reasonably comparable
résumés were constructed, and over a three-week period each tester used a different
résumé for a period of one week. This résumé-switching mitigates any differences
that may have occurred because one résumé was better than another. To reduce
other sources of unobserved ability—for example, the ability to make a good first
impression—the testers were instructed to give their applications to the first em-
ployee they encountered when visiting a restaurant. That employee was then asked
to forward the résumé to the manager. In effect, personality and appearance were
eliminated as relevant variables for the interview decision, if not for the job offer
decision.
Neumark et al. (1995) find that in the low-priced restaurants, the man received
an offer while the woman did not 29 percent of the time. A woman never received
an offer when the man did not. In the high-priced restaurants, the man received
an offer while the woman did not in 43 percent of the tests, while the woman
received an offer while the man did not in just 4 percent of the tests. Also, at high-
priced restaurants, women had roughly a 40 percent lower probability of being
interviewed and 50 percent lower probability of obtaining a job offer, and this
difference is statistically significant. Hence, this audit study shows that within-
occupation employment discrimination may be a contributing source to wage dis-
crimination between men and women.
Another way to overcome some of the difficulties of the audit approach is the
‘‘correspondence test,’’ which has been used overseas in Britain and Australia, but
not (to our knowledge) in the United States. This test involves investigators sending
letters of inquiry from prospective ‘‘applicants’’ to employers, where the letters/ 300c 0003 Mp 80 Tuesday Oct 03 12:58 PM LP–JEP 0003
signal the ‘‘applicants’ ’’ ethnicity, typically by using a name that provides a strong
clue about ethnic affiliation. Of course, the letters of inquiry are designed to dem-
onstrate comparable written skills across the hypothetical members of each group
and, again, manufactured résumés are submitted with the letters to present com-
parable credentials to employers.
Riach and Rich (1991–2) report that in the British studies, letters that ap-
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peared to be from Afro-Caribbean, Indian, or Pakistani applicants often received
replies that indicated that the positions had been filled, while simultaneously, letters
that appeared to be from Anglo-Saxon applicants received responses inviting them
to interviews from the same employers. A similar pattern occurred in the Australian
audits; inquiries from applicants with Vietnamese- or Greek-sounding names met
with information that the position had been filled while Anglo-Saxon-sounding
‘‘applicants’’ again were asked to come for interviews. This is impressive direct
evidence of discrimination from a powerful test procedure. However, the corre-
spondence test is limited to identifying discrimination at the initial stage of the
hiring process. It cannot identify discriminatory practices during the interview
stage, at the point of job offer, or the terms of the job offer like the job audit using
trained testers.
Yet another interesting direct test of discriminatory practices based upon gen-
der can be found in Goldin and Rouse’s (1997) assessment of the effects of an
alteration in audition procedures for symphony orchestras. In the past, juries
watched candidates audition. However, many orchestras now have candidates au-
dition behind a screen, so that their identity is unknown. Goldin and Rouse find
that hiding the identity of the players behind a screen raises the probability that a
woman will be hired by 50 percent. The implication is obvious: prior to the adoption
of the screen on identity there was sex discrimination in the selection of musicians
for symphony orchestras.
The direct evidence from the court cases, audit studies, and even symphony
auditions confirms the persistence of discriminatory practices in employment. The
evidence is consistent with the characterization of employer beliefs and actions
found in the joint Russell Sage-Ford Foundation Multi-City Study of Urban Inequal-
ity (MCSUI), newly reported by Holzer (1997). Employers seem to possess strong
racial and gender preferences in hiring. These preferences are the consequence of
enduring stereotypical beliefs, which leads them to set up a racial/ethnic gender
ranking of potential hires: white men generally preferred over white women (unless
the job is female-typed), Hispanics of either gender preferred over blacks, black
women preferred over black men.17 The MCSUI findings suggest the primacy of
race/color as a marker for disadvantageous treatment by employers.
The Theoretical Backdrop
Standard neoclassical competitive models are forced by their own assumptions
to the conclusion that discrimination only can be temporary. Perhaps the best-/ 300c 0003 Mp 81 Tuesday Oct 03 12:58 PM LP–JEP 0003
17 See especially Holzer (1997, p. 77–106). Holzer’s conclusions are derived from survey data from em-
ployers in the Atlanta, Boston, Detroit, and Los Angeles metropolitan areas. This data was coordinated
with household surveys of the same cities. The surveys were conducted between May 1992 and May 1994.
See also Kirschenman and Neckerman (1991) for detailed confirmation of the presence of this racial
hierarchy among Chicago area employers.
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known statement of this position emerges from Becker’s (1957) famous ‘‘taste for
discrimination’’ model. If two groups share similar productivity profiles under com-
petitive conditions where at least some employers prefer profits to prejudice, even-
tually all workers must be paid the same wage. The eventual result may involve
segregated workforces—say, with some businesses hiring only white men and others
hiring only black women—but as long as both groups have the same average pro-
ductivity, they will receive the same pay. Thus, in this view, discrimination only can
produce temporary racial or gender earnings gaps. Moreover, alternative forms of
discrimination are separable processes; wage discrimination and employment seg-
regation are unrelated in Becker’s model.
Despite the theoretical implications of standard neoclassical competitive mod-
els, we have considerable evidence that it took the Civil Rights Act of 1964 to alter
the discriminatory climate in America. It did not, by any means, eliminate either
form of discrimination. Indeed, the impact of the law itself may have been tem-
porary, since there is some evidence that the trend toward racial inequality came
to a halt in the mid-1970s (even though interracial differences in human capital
were continuing to close) and the momentum toward gender equality may have
begun to lose steam in the early 1990s. Moreover, we believe that the forms of
discrimination have altered in response to the act. Therefore, it is not useful to
argue that either racial or gender discrimination is inconsistent with the operation
of competitive markets, especially when it has taken antidiscrimination laws to re-
duce the impact of discrimination in the market. Instead, it is beneficial to uncover
the market mechanisms which permit or encourage discriminatory practices.
Since Becker’s work, orthodox microeconomics has been massaged in various
ways to produce stories of how discrimination might sustain itself against pressures
of the competitive market. The tacit assumption of these approaches has been to
find a way in which discrimination can increase business profits, or to identify con-
ditions where choosing not to discriminate might reduce profits.
In the customer discrimination story, for example, businesses discriminate not
because they themselves are bigoted but because their clients are bigoted. This story
works especially well where the product in question must be delivered via face-to-
face contact, but it obviously does not work well when the hands that made the
product are not visible to the customer possessing the ‘‘taste for discrimination.’’
Moreover, as Madden (1975, p. 150) has pointed out, sex-typing of jobs can work
in both directions: ‘‘While service occupations are more contact-oriented, sexual
preference can work both ways: for example, women are preferred as Playboy bun-
nies, airline stewardesses, and lingerie salespeople, while men seem to be preferred
as tire salespeople, stockbrokers, and truck drivers.’’/ 300c 0003 Mp 82 Tuesday Oct 03 12:58 PM LP–JEP 0003
Obviously, group-typing of employment will lead to a different occupational
distributions between group A and B, but will it lead to different earnings as well?
Madden (1975, p. 150, emphasis in original) suggests not necessarily:
. . . consumer discrimination causes occupational segregation rather than
wage differentials. If the female wage decreases as the amount of consumer
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contact required by a job increases, women seek employment in jobs where
consumer contact is minimal and wages are higher. Only if there are not
enough non-consumer contact jobs for working women, forcing them to seek
employment in consumer-contact jobs, would consumer discrimination be
responsible for wage differentials. Since most jobs do not require consumer
contact, consumer discrimination would segregate women into these jobs, but
not cause wage differentials.
Perhaps the best attempt to explain how discrimination might persist in a ne-
oclassical framework is the statistical discrimination story, which, at base, is a story
about imperfect information. The notion is that potential employers cannot observe
everything they wish to know about job candidates, and in this environment, they
have an incentive to seize group membership as a signal that allows them to improve
their predictions of a prospective candidate’s ability to perform.
However, this model of prejudicial beliefs does not ultimately wash well as a
theory of why discrimination should be long-lasting. If average group differences
are perceived but not real, then employers should learn that their beliefs are mis-
taken. If average group differences are real, then in a world with antidiscrimination
laws, employers are likely to find methods of predicting the future performance of
potential employees with sufficient accuracy that there is no need to use the addi-
tional ‘‘signal’’ of race or gender. It seems implausible that with all the resources
that corporations put into hiring decisions, the remaining differentials are due to
an inability to come up with a suitable set of questions or qualifications for potential
employees.
Moreover, models of imperfect competition as explanations of discrimination
do not solve the problem completely either. The reason for the immutability of the
imperfection is rarely satisfactorily explained—and often not addressed at all—in
models of this type (Darity and Williams, 1985). Struggle as it may, orthodox mi-
croeconomics keeps returning to the position that sustained observed differences
in economic outcomes between groups must be due to an induced or inherent
deficiency in the group that experiences the inferior outcomes. In the jargon, this
is referred to as a deficiency in human capital. Sometimes this deficiency is associ-
ated with poor schooling opportunities, other times with culture (Sowell, 1981).18
But the thrust of the argument is to absolve market processes, at least in a putative
long run, of a role in producing the differential outcome; the induced or inherent
deficiency occurs in pre-market or extra-market processes.
Certainly years of schooling, quality of education, years of work experience,
and even culture can have a role in explaining racial and gender earnings differ-/ 300c 0003 Mp 83 Tuesday Oct 03 12:58 PM LP–JEP 0003
ences. However, the evidence marshaled above indicates that these factors do not
18 To address the effects of culture, following Woodbury (1993), Darity, Guilkey, and Winfrey (1996)
held color constant and varied culture by examining outcomes among blacks of differing ancestries.
Unlike Sowell’s expectation, black males of West Indian and non-West Indian ancestry were being con-
fronted with the same racial penalty in U.S. labor markets by 1990.
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come close to explaining wage differentials and employment patterns observed in
the economy. Instead, discrimination has been sustained both in the United States
and elsewhere, for generations at a time. Such discrimination does not always even
need direct legal support nor has it been eliminated by market pressures. Instead,
changes in social and legal institutions have been needed to reduce it.
James Heckman (1997, p. 406) draws a similar conclusion in his examination
of a specific sector of employment, the textile industry:
. . . substantial growth in Southern manufacturing had little effect on the
labor-market position of blacks in Southern textiles prior to 1965. Through
tight and slack labor markets, the proportion of blacks was small and stable.
After 1964, and in synchronization with the 1964 Civil Rights Act, black eco-
nomic progress was rapid. Only South Carolina had a Jim Crow law prohib-
iting employment of blacks as textile workers, and the law was never used after
the 1920s. Yet the pattern of exclusion of blacks was prevalent throughout
Southern textiles, and the breakthrough in black employment in the industry
came in all states at the same time. Informally enforced codes and private
practices, and not formally enforced apartheid, kept segregation in place, and
market forces did not break them down.
Nontraditional alternatives to orthodox microeconomic analysis can lead to a
logically consistent basis for a persistent gap in wage outcomes. These alternatives
typically break down the line between in-market and pre-market discrimination so
often drawn in conventional economics. The first of these involves a self-fulfilling
prophecy mechanism. Suppose employers believe that members of group A are
more productive than members of group B on average. Suppose further that they
act upon their beliefs, thereby exhibiting a stronger demand for A workers, hiring
them more frequently and paying them more.
Next, suppose that members of group B become less motivated and less emo-
tionally healthy as a consequence of the employment rebuff. Notice that the original
decision not to hire may have been completely unjustified on productivity grounds;
nonetheless, the decision made in the labor market—a decision not to hire or to
hire at low pay—alters the human capital characteristics of the members of group
B so that they become inferior candidates for jobs. The employers’ initially held
mistaken beliefs become realized over time as a consequence of the employers’
initial discriminatory decisions. As Elmslie and Sedo (1996, p. 474) observe in their
development of this argument, ‘‘One initial bout of unemployment that is not
productivity based can lay the foundation for continued future unemployment and/ 300c 0003 Mp 84 Tuesday Oct 03 12:58 PM LP–JEP 0003
persistently lower job status even if no future discrimination occurs.’’
More broadly, depressed expectations of employment opportunities also can
have an adverse effect on members of group B’s inclination to acquire additional
human capital—say, through additional schooling or training. The effects of the
past could be passed along by the disadvantaged group from generation to gener-
ation, another possibility ignored by orthodox theory. For example, Borjas (1994)
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writes of the ethnic intergenerational transmission of economic advantage or dis-
advantage. He makes no mention of discrimination in his work but a potential
interpretation is that the effects of past discrimination, both negative and positive,
are passed on to subsequent generations. Other evidence along these lines includes
Tyree’s (1991) findings on the relationship between an ethnic group’s status and
performance in the past and the present, and Darity’s (1989) development of ‘‘the
lateral mobility’’ hypothesis based upon ethnic group case histories.
More narrowly, the group-typed beliefs held by employers/selectors also can
have a strong effect on the performance of the candidate at the interview stage. In
an experiment performed in the early 1970s, psychologists Word, Zanna and Coo-
per (1974, pp. 109–120) found that when interviewed by ‘‘naı̈ve’’ whites, trained
black applicants ‘‘received (a) less immediacy, (b) higher rates of speech error,
and (c) shorter amounts of interview time’’ than white applicants. They then
trained white interviewers to replicate the behavior received by the black applicants
in the first phase of their experiment, and found that ‘‘naı̈ve’’ white candidates
performed poorly during interviews when they were ‘‘treated like blacks.’’ Such
self-fulfilling prophecies are familiar in the psychology literature (Sibicky and Dov-
idio, 1986).
A second nontraditional theory that can lead to a permanent gap in intergroup
outcomes is the noncompeting groups hypothesis advanced by the late W. Arthur
Lewis (1979). Related arguments emerge from Krueger’s (1963) extension of the
trade-based version of the Becker model, Swinton’s (1978) ‘‘labor force competi-
tion’’ model for racial differences, and Madden’s (1975) male monopoly model for
gender differences, but Lewis’s presentation is the most straightforward. Lewis starts
with an intergroup rivalry for the preferred positions in a hierarchical occupational
structure. Say that group A is able to control access to the preferred positions by
influencing the required credentials, manipulating opportunities to obtain the cre-
dentials, and serving a gatekeeping function over entry and promotion along job
ladders. Group B is then rendered ‘‘noncompeting.’’
One theoretical difficulty with this argument that its proponents rarely address
is that it requires group A to maintain group solidarity even when it may have
subgroups with differing interests. In Krueger’s (1963) model, for example, white
capitalists must value racial group solidarity sufficiently to accept a lower return on
their capital as the price they pay for a generally higher level of income for all
whites (and higher wages for white workers). In Madden’s (1975) model, male
capitalists must make a similar decision on behalf of male workers.
This noncompeting group hypothesis blurs the orthodox distinction between
in-market and pre-market discrimination, by inserting matters of power and social/ 300c 0003 Mp 85 Tuesday Oct 03 12:59 PM LP–JEP 0003
control directly into the analysis. This approach then links discrimination to racism
or sexism, rather than to simple bigotry or prejudice. It leads to the proposition
that discrimination—in the sense of differential treatment of those members of
each group with similar productivity-linked characteristics—is an endogenous phe-
nomenon. ‘‘In-market’’ discrimination need only occur when all the earlier at-
tempts to control access to jobs, credentials, and qualifications are quavering.
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One interesting implication here is that growth in skills for what we have been
calling group B, the disadvantaged group, may be accompanied by a surge of in-
market discrimination, because that form of discrimination has become more nec-
essary to preserve the position of group A. There are several instances of cross-
national evidence to support this notion. Darity, Dietrich and Guilkey (1997) find
that while black males were making dramatic strides in acquiring literacy between
1880 and 1910 in the United States, simultaneously they were suffering increasing
proportionate losses in occupational status due to disadvantageous treatment of
their measured characteristics. Geographer Peggy Lovell (1993) finds very little
evidence of discrimination in earnings against blacks in northern Brazil, where
blacks are more numerous, but substantial evidence of discrimination against them
in southern Brazil. Northern Brazil is considerably poorer than southern Brazil and
the educational levels of northern black Brazilians are more depressed than in the
south.19 It is easy to argue that the exercise of discrimination is not ‘‘needed’’ in
the north, since blacks are not generally going to compete with whites for the same
sets of jobs. Indeed, there is relatively more evidence of discrimination against
mulattos than blacks, the former more likely to compete directly with whites for
employment. A third example, in a study using data for males based upon a survey
taken in Delhi in 1970, Desi and Singh (1989) find that the most dramatic instance
of discriminatory differentials in earnings was evident for Sikh men vis-à-vis Hindu
high caste men. On the other hand, most of the earnings gap for Hindu middle
caste, lower caste and scheduled caste men was due to inferior observed character-
istics. Since these latter groups could be excluded from preferred positions because
of an inadequate educational background, it would not be necessary for the upper
castes to exercise discrimination against them. Sikh males, on the other hand, pos-
sessed the types of credentials that would make them viable contestants for the
positions desired by the Hindu higher castes.
A final alternative approach at construction of a consistent economic theory
of persistent discrimination evolves from a reconsideration of the neoclassical the-
ory of competition. Darity and Williams (1985) argued that replacement of neo-
classical competition with either classical or Marxist approaches to competition—
where competition is defined by a tendency toward equalization of rates of profit
and where monopoly positions are the consequence of competition rather than the
antithesis of competition—eliminates the anomalies associated with the orthodox
approach (Botwinick, 1993; Mason, 1995, forthcoming-b). A labor market impli-
cation of this approach is that wage diversity, different pay across firms and indus-
tries for workers within the same occupation, is the norm for competitive labor
markets. In these models, remuneration is a function of the characteristics of the/ 300c 0003 Mp 86 Tuesday Oct 03 12:59 PM LP–JEP 0003
individual and the job. The racial-gender composition of the job affects worker
bargaining power and thereby wage differentials. In turn, race and gender exclu-
19 The portion of the gap that can be explained by discrimination is much lower in the high black region
of Brazil, the Northeast, than the rest of Brazil. We know of no evidence which suggests that this is or is
not true for the U.S. south.
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sion are used to make some workers less competitive for the higher paying positions.
This approach emphasizes that the major elements for the persistence of discrim-
ination are racial or gender differences in the access to better paying jobs within
and between occupations.
Whatever alternative approach is preferred, the strong evidence of the persis-
tence of discrimination in labor markets calls into question any theoretical appa-
ratus that implies that the discrimination must inevitably diminish or disappear.
 We are grateful to Cecilia Rouse, Alan Krueger, Samuel Myers Jr., Rhonda Williams,
imothy Taylor for exceptionally helpful sugges-
pro
William Rodgers III, William Spriggs, and T
tions and criticisms. Maiju Johanna Perala
References
Arce, Carlos H., Eduard Murguia, and W. Par-
ker Frisbie, ‘‘Phenotype and Life Chances
Among Chicanos,’’ Hispanic Journal of Behavioral
Studies, 1987, 9:1, 19–33.
Becker, Gary S., The Economics of Discrimination.
Chicago: University of Chicago Press, 1957.
Bendick, Marc Jr., Charles W. Jackson, and
Victor A. Reinoso, ‘‘Measuring Employment Dis-
crimination through Controlled Experiements.’’
In James B. Stewart, ed. African-Americans and
Post-Industrial Labor Markets. New Brunswick:
Transaction Publishers, 1997, 77–100; originally
published in The Review of Black Political Economy,
Summer 1994.
Bianchi, Suzanne M., and Daphne Spain,
‘‘Women, Work, and Family in America,’’ Popu-
lation Bulletin, December 1996, 51:3, 2–48.
Blau, Francine D., and Lawrence M. Kahn,
‘‘Wage Structure and Gender Differentials: An
International Comparison,’’ Economica, 1996,
63:250 (Supplemental), S29–S62.
Blau, Francine D., M. Ferber, and A. Winkler,
The Economics of Women, Men, and Work, third edi-
tion. Upper Saddle River, NJ: Prentice Hall,
1998.
Blau, Francine D., and Lawrence M. Kahn,
‘‘Swimming Upstream: Trends in the Gender
Wage Differential in the 1980s,’’ Journal of Labor
Economics, January 1997, 15:1 (Part 1), 1–42./ 300c 0003 Mp 87 Tuesday Oct 03 12:59
Blinder, Alan S., Toward An Economic Theory of
Income Distribution. Cambridge: MIT Press, 1974.
Borjas, George J., ‘‘Long-Run Convergence of
Ethnic Skill Differentials: The Children and
Grandchildren of the Great Migration,’’ Indus-
trial and Labor Relations Review, July 1994, 47:4,
553–73.vided valuable research assistance.
Botwinick, Howard, Persistent Inequalities: Wage
Disparity Under Capitalist Competition. New York:
Princeton University Press, 1993.
Bound, John, and Richard B. Freeman, ‘‘Black
Economic Progress: Erosion of Post-1965 Gains
in the 1980s?’’ In Steven Shulman and William
Darity Jr., eds. Question of Discrimination: Racial
Inequality in the U.S. Labor Market. Middletown:
Wesleyan University Press, 1989, 32–49.
Burtless, Gary, ‘‘International Trade and the
Rise in Earnings Inequality,’’ Journal of Economic
Literature, June 1995, 33, 800–16.
Campbell, Jay R., Kristin E.Voelkl, and Pa-
tricia L. Donahue, ‘‘Report in Brief: NAEP
1996 Trends in Educational Progress,’’ Na-
tional Center for Education Statistics, U.S.
Department of Education Office of Educa-
tional Research and Improvement NCES 97-
986, August 1997.
Card, David, and Alan Krueger, School Quality
and Black-White Relative Earnings: a Direct As-
sessment, Quarterly Journal of Economics, February
1992, 107:1, 151–200.
Cordero-Guzman, Hector, ‘‘Sociological Ap-
proaches to Employment Discrimination,’’ Un-
published manuscript, University of Chicago, Oc-
tober 1990.
Cotton, Jeremiah, ‘‘Color or Culture?: Wage
Differences Among Non-Hispanic Black Males,PM LP–JEP 0003
Hispanic Black Males and Hispanic White
Males,’’ The Review of Black Political Economy,
Spring 1993, 21:4, 53–68.
Currie, Janet, and Duncan Thomas, ‘‘Race,
Children’s Cognitive Achievement and The
BellCurve,’’ NBER Working Paper #5240, August
1995.
88 Journal of Economic Perspectives
Darity, William Jr., ‘‘What’s Left of the Eco-
nomic Theory of Discrimination?’’ In Steven
Shulman and William Darity, Jr., eds. Question of
Discrimination: Racial Inequality in the U.S. Labor
Market. Middletown: Wesleyan University Press,
1989, 335–74.
Darity, William Jr., Jason Dietrich, and David
Guilkey, ‘‘Racial and Ethnic Inequality in the
United States: A Secular Perspective,’’ American
Economic Review, May 1997, 87, 301–305.
Darity, William, Jr., David Guilkey, and Wil-
liam Winfrey, ‘‘Explaining Differences in Eco-
nomic Performance Among Racial and Ethnic
Groups in the USA: The Data Examined,’’ Amer-
ican Journal of Economics and Sociology, October
1996, 55:4, 411–26.
Darity, William Jr., and Samuel Myers, Jr., Per-
sistent Disparity. Edward Elgar Publishers, forth-
coming.
Darity, William Jr., and Rhonda Williams,
‘‘Peddlers Forever? Culture, Competition, and
Discrimination,’’ American Economic Review, May
1985, 75:2, 256–61.
Dhesi, Autar Singh, and Harbhajan Singh, ‘‘Ed-
ucation, Labour Market Distortions and Relative
Earnings of Different Religion-Caste Categories
in India (A Case Study of Delhi),’’ Canadian Jour-
nal of Development Studies, 1989, 10:1, 75–89.
Donohue, John, and James Heckman, ‘‘Con-
tinuous vs. Episodic Change: The Impact of Civil
Rights Policy on the Economic Status of Blacks,’’
Journal of Economic Literature, December 1991,
29:4, 1603–43.
Elmslie, Bruce, and Stanley Sedo, ‘‘Discrimi-
nation, Social Psychology and Hysteresis in Labor
Markets,’’ Journal of Economic Psychology, 1996, 17,
465–78.
England, Paula, ‘‘The Failure of Human Cap-
ital Theory to Explain Occupational Sex Segre-
gation,’’ Journal of Human Resources, 1982, 7:3,
358–70.
England, Paula, ‘‘Wage Appreciation and De-
preciation: A Test of Neoclassical Economic Ex-
planations of Occupational Sex Segregation,’’ So-
cial Forces, March 1984, 62:3, 726–49.
Ferguson, Ronald, ‘‘Shifting Challenges: Fifty
Years of Economic Change Toward Black-White
Earnings Equality,’’ Daedalus, Winter 1995, 124,
37–76.
Fix, Michael, George C. Galster, and Raymond
J. Struyk, ‘‘An Overview of Auditing for Discrim-
ination.’’ In Michael Fix and Raymond Struyk,/ 300c 0003 Mp 88 Tuesday Oct 03 12:59
eds. Clear and Convincing Evidence: Measurement of
Discrimination in America. Washington: The Ur-
ban Institute Press, 1993, 1–68.
Freeman, Richard B., ‘‘Changes in the Labor
Market for Black Americans 1948–72,’’ Brookings
Papers on Economic Activity, Summer 1973, 1, 67–
120.Fortin, Nicole M., and Thomas Lemieux, ‘‘In-
stitutional Change and Rising Wage Inequality:
Is There a Linkage?’’ Journal of Economic Perspec-
tives, Spring 1997, 11:2, 75–96.
Goldin, Claudia, and Cecilia Rouse, ‘‘Orches-
trating Impartiality: The Impact of ‘Blind’ Audi-
tions on Female Musicians,’’ unpublished man-
uscript, Harvard University, June 1997.
Goldsmith, Arthur H., Jonathan Veum, and
William Darity, Jr., ‘‘The Impact of Psychological
and Human Capital on Wages,’’ Economic Inquiry,
October 1997, 35:4, 815–29.
Gottschalk, Peter, ‘‘Inequality, Income
Growth and Mobility: The Basic Facts,’’ Journal of
Economic Perspectives, Spring 1997, 11:2, 21–40.
Harrison, Bennett, ‘‘Education and Under-
employment in the Urban Ghetto,’’ American Eco-
nomic Review, December 1972, 62, 796–812.
Heckman, James J., ‘‘The Value of Quantita-
tive Evidence on the Effect of the Past on the
Present,’’ American Economic Review, May 1997,
87:2, 404–8.
Heckman, James J., and Peter Siegelman,
‘‘The Urban Institute Audit Studies: Their Meth-
ods.’’ In Michael Fix and Raymond Struyk, Clear
and Convincing Evidence: Measurement of Discrimi-
nation in America. Washington: The Urban Insti-
tute Press, 1993, 187–258.
Herrnstein, Richard, and Charles Murray, The
Bell Curve: Intelligence and Class Structure in Ameri-
can Life. New York: Basic Books, 1994.
Holzer, Harry, What Employers Want: Job Pros-
pects for Less-Educated Workers. New York: Russell
Sage Foundation, 1997.
James, F., and S. W. DelCastillo, ‘‘Measuring
Job Discrimination by Private Employers Against
Young Black and Hispanic Males Seeking Entry
Level Work in the Denver Metropolitan Area,’’
unpublished manuscript, University of Colorado
at Denver, March 1991.
Johnson, James H., Jr., and Walter C. Farrell,
Jr., ‘‘Race Still Matters,’’ The Chronicle of Higher
Education, July 7, 1995, A48.
Johnson Jr., James H., Elisa Jayne Bienen-
stock, and Jennifer A. Stoloff, ‘‘An Empirical
Test of the Cultural Capital Hypothesis,’’ The
Review of Black Political Economy, Spring 1995,
23:4, 7–27.
Juhn, C., Kevin Murphy, and B. Pierce, ‘‘Ac-
counting for the Slowdown in Black-White Wage
Convergence.’’ In M. Kosters, ed. Workers andPM LP–JEP 0003
Their Wages: Changing Patterns in the United States.
Washington: AEI Press, 1991.
Keith, Verna M., and Cedric Herring, ‘‘Skin
Tone and Stratification in the Black Commu-
nity,’’ American Journal of Sociology, 1991, 97, 760–
78.
King, Mary C., ‘‘Occupational Segregation by
ilW
Sex and Race, 1940–1988,’’ Monthly Labor Review,
April 1992, 115:41, 30–36.
Kirschenman, Joleen, and Kathryn M. Neck-
erman, ‘‘ ‘We’d Love to Hire Them, But . . .’:
The Meaning of Race for Employers.’’ In Chris-
topher Jencks & Paul E. Peterson, eds. The Urban
Underclass. Washington: Brookings Institution,
1991.
Krueger, Anne O., ‘‘The Economics of Dis-
crimination,’’ Journal of Political Economy, March/
April 1963, 79:2, 481–86.
Leonard, J., ‘‘Women and Affirmative Ac-
tion,’’ Journal of Economic Perspectives, Winter
1989, 3:1, 61–76.
Lewis, W. Arthur, ‘‘The Dual Economy Revis-
ited,’’ The Manchester School, 1979, 47:3, 211–29.
Lieberson, Stanley, A Piece of the Pie: Black and
White Immigrants Since 1880. Berkeley: University
of California Press, 1980.
Lovell, Peggy, ‘‘Development and Discrimi-
nation in Brazil,’’ Development and Change, 1993,
24, 83–101.
Madden, Janice F., ‘‘Discrimination—A Man-
ifestation of Male Market Power?’’ In Cynthia
Lloyd, ed. Sex, Discrimination and the Division of
Labor, New York: Columbia University Press,
1975.
Madden, Janice F., ‘‘Gender Differences in the
Cost of Displacement: An Empirical Test of Dis-
crimination in the Labor Market,’’ American Eco-
nomic Review, May 1987, 77:82, 246–51.
Mason, Patrick L., ‘‘Competing Explanations
of Male Interracial Wage Differentials: Missing
Variables Models Versus Job Competition,’’ Cam-
bridge Journal of Economics, forthcoming-b.
Mason, Patrick L., ‘‘Race, Competition and
Differential Wages,’’ Cambridge Journal of Econom-
ics, 1995, 19, 545–67.
Mason, Patrick L., ‘‘Race, Culture, and Skill:
Interracial Wage Differences Among African
Americans, Latinos, and Whites,’’ Review of Black
Political Economy, forthcoming-a.
Mason, Patrick L., ‘‘Racial Discrimination and
the Rate of Return to Cognitive Ability, 1968–
1991,’’ unpublished manuscript, University of
Notre Dame, 1997.
Maxwell, Nan, ‘‘The Effect on Black-White
Wage Differences of Differences in the Quan-
tity and Quality of Education,’’ Industrial and
Labor Relations Review, January 1994, 47, 249–
64./ 300c 0003 Mp 89 Tuesday Oct 03 12:59
Mincy, Ronald B., ‘‘The Urban Institute Audit
Studies: Their Research and Policy Context.’’ In
Michael Fix and Raymond J. Struyk, eds. Clear
and Convincing Evidence: Measurement of Discrimi-
nation in America. Washington: The Urban Insti-
tute Press, 1993, 165–86.
Murnane, Richard J., John B. Willett, andliam A. Darity and Patrick L. Mason 89
Frank Levy, ‘‘The Growing Importance of
Cognitive Skills in Wage Determination,’’ The Re-
view of Economics and Statistics, May 1995, 77:2,
251–66.
Myers, Samuel, Jr., and William E. Spriggs,
‘‘Black Employment, Criminal Activity and En-
trepreneurship: A Case Study of New Jersey.’’ In
Patrick L. Mason and Rhonda M. Williams, eds.
Race, Markets and Social Outcomes. Boston: Kluwer
Academic Publishers, 1997, 31–64.
Neal, Derek A., and William R. Johnson, ‘‘The
Role of Premarket Factors in Black-White Wage
Differences,’’ Journal of Political Economy, 1996,
104:5, 869–95.
Neumark, David, Ray J. Bank, and Kye D. Van
Nort, ‘‘Sex Discrimination in Restaurant Hiring:
An Audit Study,’’ National Bureau of Economic
Research Working Paper No. 5024, 1995.
Oaxaca, Ronald, ‘‘Male-Female Wage Differ-
entials in Urban Labor Markets,’’ International
Economic Review, October 1973, 14:3, 693–709.
O’Neill, June, ‘‘The Role of Human Capital in
Earnings Differences Between Black and White
Men,’’ The Journal of Economic Perspectives, Fall
1990, 4:4, 25–45.
Ransford, H.E., ‘‘Skin Color, Life Chances,
and anti-White Attitude,’’ Social Problems, 1970,
18, 164–78.
Riach, Peter B., and Judith Rich, ‘‘Measuring
Discrimination By Direct Experimental Methods:
Seeking Gunsmoke,’’ Journal of PostKeynesian Eco-
nomics, Winter 1991–2, 14:2, 143–50.
Rodgers III, William, and William E. Spriggs,
‘‘What Does AFQT Really Measure: Race, Wages,
Schooling and the AFQT Score,’’ The Review of
Black Political Economy, Spring 1996, 24:4, 13–46.
Rodgers III, William, William E. Spriggs, and
Elizabeth Waaler, ‘‘The Role of Premarket Fac-
tors in Black-White Wage Differences: Com-
ment,’’ Unpublished manuscript, College of Wil-
liam and Mary, May 25, 1997.
Ruhm, Christopher J., ‘‘Labor Market Discrim-
ination in the United States.’’ In F.A. Blanchard
and F.J. Crosby, eds. Affirmative Action in Perspec-
tive. New York: Springer-Verlag, 1989, 149–58.
Sibicky, Mark, and John Dividio, ‘‘Stigma of
Psychological Therapy: Stereotypes, Interper-
sonal Relations, and the Self-Fulfilling Proph-
ecy,’’ Journal of Counseling Psychology, 1986, 33:2,
148–54.
Silva, Nelson do Valle, ‘‘Updating the Cost ofPM LP–JEP 0003
Not Being White in Brazil.’’ In Pierre-Michel
Fontaine, ed. Race, Class and Power in Brazil,
UCLA: CAAS, 1985, 42–55.
Sowell, Thomas, Ethnic America. New York: Ba-
sic Books, 1981.
Swinton, David, ‘‘A Labor Force Competition
Model of Racial Discrimination in the Labor
90 Journal of Economic Perspectives
Market,’’ Review of Black Political Economy, Fall
1978, 9:1, 5–42.
Telles, Edward E., and Nelson Lim, ‘‘Does
Who Classify Race Matter? Self Vs. Social Classi-
fication of Race and Racial Income Inequality in
Brazil,’’ Unpublished manuscript, UCLA, April
28, 1997.
Telles, Edward, and Edward Murguia, ‘‘Phe-
notypic Discrimination and Income Differences
Among Mexican Americans,’’ Social Science Quar-
terly, December 1990, 71:4, 682–94.
Thernstrom, Abigail, and Stephen Thern-
strom, ‘‘The Real Story of Black Progress.’’ The
Wall Street Journal, September 3, 1997.
Tyree, Andrea, ‘‘Reshuffling the Social Deck:
From Mass Migration to the Transformation of
the American Ethnic Hierarchy.’’ In Judith Blau
and Norman Goodman, eds. Social Roles and So-
cial Institutions: Essays in Honor of Rose Laub Coser./ 300c 0003 Mp 90 Tuesday Oct 03 12:59
Boulder: Westview Press, 1991, 195–215.
Vedder, Richard, Lowell Gallaway, and David
C. Klingaman, ‘‘Black Exploitation and White
Benefits: The Civil War Income Revolution.’’ In
Richard F. America, ed. The Wealth of Races: The
Present Value of Benefits from Past Injustices. West-
port: Greenwood Press, 1990, 125–38.Waldfogel, Jane, ‘‘Understanding the ‘Family
Gap’ in Pay for Women with Children,’’ Journal
of Economic Perspectives, Winter 1998, 13:1, 137–
56.
White, Katherine, ‘‘Simultaneity Issues in the
Relationship of Income and Intelligence,’’ Un-
dergraduate Senior Honors Thesis, Department
of Economics, University of North Carolina at
Chapel Hill, 1997.
Williams, John A., The Angry Ones. New York:
W.W. Norton and Company, 1996 (originally
published by Ace Books in 1960).
Wilson, William Julius, The Declining Signifi-
cance of Race. Chicago: The University of Chicago
Press, 1980.
Woodbury, Stephen, ‘‘Culture and Human
Capital: Theory and Evidence or Theory versus
Evidence?’’ In William Darity, Jr., ed. Labor
Economics: Problems in Analyzing Labor Markets.PM LP–JEP 0003
Norwell: Kluwer Academic Publishers, 1993,
239–68.
Word, Carl O., Mark P. Zanna, and Joel Coo-
per, ‘‘The Nonverbal Mediation of Self-Fulfill-
ing Prophecies in Interracial Interaction,’’
Journal of Experimental Social Psychology, 1974,
10, 109–20.
This article has been cited by:
1. Alper Kara, Haoyong Zhou, Yifan Zhou. 2021. Achieving the United Nations' sustainable development
goals through financial inclusion: A systematic literature review of access to finance across the globe.
International Review of Financial Analysis 77, 101833. [Crossref]
2. John A. Bishop, Juan Gabriel Rodríguez, Lester A. Zeager. 2021. Race and Earnings Mobility in the
US. Journal of Economics, Race, and Policy 4:3, 166-182. [Crossref]
3. Surendra Meher. 2021. Occupational Segmentation and Earning Differences across Social Class: An
Investigation from Rural Odisha. The Indian Journal of Labour Economics XCIV4. . [Crossref]
4. Zoltán Farkas. 2021. Concept and types of order position: Privilege and discrimination in an
institutional conception. Journal for the Theory of Social Behaviour 51:3, 327-349. [Crossref]
5. Roger Pizarro Milian, Brad Seward. 2021. How wide is the gap? Examining gender income disparities
among private career college graduates. Canadian Review of Sociology/Revue canadienne de sociologie
58:3, 419-440. [Crossref]
6. Hans K. Hvide, Yanren Zhang. 2021. Too big to succeed? Overstaffing in firms. Journal of Economics
& Management Strategy 1. . [Crossref]
7. Millicent N. Robinson, Courtney S. Thomas Tobin. 2021. Is John Henryism a Health Risk or
Resource?: Exploring the Role of Culturally Relevant Coping for Physical and Mental Health among
Black Americans. Journal of Health and Social Behavior 62:2, 136-151. [Crossref]
8. John Komlos. 2021. How to Change Economics 101. Challenge 64:3, 182-219. [Crossref]
9. Drahomíra Zajíčková, Miroslav Zajíček, Martina Rašticová. 2021. Does Anti-Discrimination
Legislation Work? The Case of Motherhood Penalty in the Czech Republic. Employee Responsibilities
and Rights Journal 33:1, 25-45. [Crossref]
10. Emmanuel K. Yiridoe. 2021. Fostering a culture of equity, diversity, and inclusion in the Canadian
agricultural economics profession. Canadian Journal of Agricultural Economics/Revue canadienne
d'agroeconomie 69:1, 5-15. [Crossref]
11. Seth J. Prins, Sarah McKetta, Jonathan Platt, Carles Muntaner, Katherine M. Keyes, Lisa M. Bates.
2021. The Serpent of Their Agonies. Epidemiology 32:2, 303-309. [Crossref]
12. Andrew R. Timming, Michael T. French. 2021. The effect of genetic vs nongenetic parental care
on adult children 's income and wealth in later life : An evolutionary analysis. American Journal of
Human Biology 33:1. . [Crossref]
13. Subrato Banerjee. Race Discrimination: Evolution and Economic Impact 731-740. [Crossref]
14. . Society on the Edge 2, . [Crossref]
15. Congcong Li, An-Ping Lin, Hai Lu, Kevin Veenstra. 2020. Gender and beauty in the financial analyst
profession: evidence from the United States and China. Review of Accounting Studies 25:4, 1230-1262.
[Crossref]
16. Paul E. Madsen. 2020. Research Initiatives in Accounting Education: Transforming Today's Students
into Accounting Professionals. Issues in Accounting Education 35:4, 35-46. [Crossref]
17. Cornel Nesseler, Carlos Gomez-Gonzalez, Helmut Dietl, Julio del Corral. 2020. Race and
Employment: The Historical Case of Head Coaches in College Basketball. Frontiers in Sociology 5. .
[Crossref]
18. Arne Risa Hole, Anita Ratcliffe. 2020. The Impact of the London Bombings on the Well‐Being of
Adolescent Muslims*. The Scandinavian Journal of Economics 122:4, 1606-1639. [Crossref]
19. Yvonne McNulty, Chris Brewster. 2020. From ‘elites’ to ‘everyone': re-framing international mobility
scholarship to be all-encompassing. International Studies of Management & Organization 50:4,
334-356. [Crossref]
20. Carli Friedman. 2020. Gendered Jobs and Gendered Pay: The Relationship Between Sexism, Racism,
and Ableism, and Personal Care Aide Wages. Scandinavian Journal of Disability Research 22:1, 242-252.
[Crossref]
21. John Komlos. 2020. Why African American Economists Should Abandon Mainstream Economic
Theory ASAP. The Review of Black Political Economy 47:3, 255-275. [Crossref]
22. Akhlaq Ahmad. 2020. When the Name Matters: An Experimental Investigation of Ethnic
Discrimination in the Finnish Labor Market. Sociological Inquiry 90:3, 468-496. [Crossref]
23. Giuliano Bonoli, Flavia Fossati. 2020. More than noise? Explaining instances of minority preference
in correspondence studies of recruitment. Journal of Ethnic and Migration Studies 46:9, 1886-1902.
[Crossref]
24. Elizabeth D. Almer, M. Kathleen Harris, Julia L. Higgs, Joseph R. Rakestraw. 2020. Partner Gender
Differences in Prestige of Clients Served at the Largest U.S. Audit Firms. Journal of Business Ethics
4. . [Crossref]
25. Nishtha Langer, Ram D. Gopal, Ravi Bapna. 2020. Onward and Upward? An Empirical Investigation
of Gender and Promotions in Information Technology Services. Information Systems Research 31:2,
383-398. [Crossref]
26. Sun-Ki Choi, Hyungjo Hur. 2020. Does job mismatch affect wage and job turnover differently by
gender?. Education Economics 28:3, 291-310. [Crossref]
27. Christine Braun, Bryan Engelhardt, Benjamin Griffy, Peter Rupert. 2020. Testing the independence
of job arrival rates and wage offers. Labour Economics 63, 101804. [Crossref]
28. Robynn Cox. 2020. Applying the Theory of Social Good to Mass Incarceration and Civil Rights.
Research on Social Work Practice 30:2, 205-218. [Crossref]
29. Guangsu Zhou, Gaosi Chu, Lixing Li, Lingsheng Meng. 2020. The effect of artificial intelligence on
China’s labor market. China Economic Journal 13:1, 24-41. [Crossref]
30. Subrato Banerjee. Race Discrimination: Evolution and Economic Impact 1-11. [Crossref]
31. Ian D. Gow, David F. Larcker, Edward Watts. 2020. Board Diversity and Shareholder Voting. SSRN
Electronic Journal . [Crossref]
32. Skye Allmang, Judy Jou, Adva Gadoth, Veronika Rozhenkova, Amy Raub, Jody Heymann. 2019.
Legislative protection from discrimination in access to employer‐provided training. International
Journal of Training and Development 23:4, 276-290. [Crossref]
33. Eva O. Arceo-Gomez, Raymundo M. Campos-Vazquez. 2019. Double Discrimination: Is
Discrimination in Job Ads Accompanied by Discrimination in Callbacks?. Journal of Economics, Race,
and Policy 2:4, 257-268. [Crossref]
34. Lingqian Hu. 2019. Racial/ethnic differences in job accessibility effects: Explaining employment and
commutes in the Los Angeles region. Transportation Research Part D: Transport and Environment
76, 56-71. [Crossref]
35. Boudewijn de Bruin. 2019. Epistemic Injustice in Finance. Topoi 24. . [Crossref]
36. Coral Río, Olga Alonso‐Villar. 2019. Occupational Achievements of Same‐Sex Couples in the United
States by Gender and Race. Industrial Relations: A Journal of Economy and Society 58:4, 704-731.
[Crossref]
37. Dania V. Francis, Angela C. M. de Oliveira, Carey Dimmitt. 2019. Do School Counselors Exhibit
Bias in Recommending Students for Advanced Coursework?. The B.E. Journal of Economic Analysis
& Policy 19:4. . [Crossref]
38. Kelvin Chi-Kin Cheung, Wai-Sum Chan, Kee-Lee Chou. 2019. Material Deprivation and Working
Poor in Hong Kong. Social Indicators Research 145:1, 39-66. [Crossref]
39. Simin He. 2019. Minority advantage and disadvantage in competition and coordination. Journal of
Economic Behavior & Organization 163, 464-482. [Crossref]
40. John Komlos. 2019. Trends and Cycles in U.S. Labor-Market Slack, 1994–2019. Applied Economics
Quarterly 65:3, 209-235. [Crossref]
41. Eva Zschirnt. 2019. Equal Outcomes, but Different Treatment – Subtle Discrimination in Email
Responses From a Correspondence Test in Switzerland. Swiss Journal of Sociology 45:2, 143-160.
[Crossref]
42. Shelley I. White-Means, Ahmad Reshad Osmani. 2019. Job Market Prospects of Breast vs. Prostate
Cancer Survivors in the US: A Double Hurdle Model of Ethnic Disparities. Journal of Family and
Economic Issues 40:2, 282-304. [Crossref]
43. Randall Akee, Maggie R. Jones, Sonya R. Porter. 2019. Race Matters: Income Shares, Income
Inequality, and Income Mobility for All U.S. Races. Demography 56:3, 999-1021. [Crossref]
44. Karl David Boulware, Kenneth N. Kuttner. 2019. Labor Market Conditions and Discrimination: Is
There a Link?. AEA Papers and Proceedings 109, 166-170. [Abstract] [View PDF article] [PDF with
links]
45. Michael T French, Karoline Mortensen, Andrew R Timming. 2019. Are tattoos associated with
employment and wage discrimination? Analyzing the relationships between body art and labor market
outcomes. Human Relations 72:5, 962-987. [Crossref]
46. Sandra C. Matz, Jochen I. Menges, David J. Stillwell, H. Andrew Schwartz. 2019. Predicting
individual-level income from Facebook profiles. PLOS ONE 14:3, e0214369. [Crossref]
47. Seth J. Prins, Sarah McKetta, Jonathan Platt, Carles Muntaner, Katherine M. Keyes, Lisa M. Bates.
2019. Mental illness, drinking, and the social division and structure of labor in the United States:
2003-2015. American Journal of Industrial Medicine 62:2, 131-144. [Crossref]
48. Randy T. Lee, Amanda D. Perez, C. Malik Boykin, Rodolfo Mendoza-Denton. 2019. On the
prevalence of racial discrimination in the United States. PLOS ONE 14:1, e0210698. [Crossref]
49. Sami Miaari, Nabil Khattab, Ron Johnston. 2019. Religion and ethnicity at work: a study of British
Muslim women’s labour market performance. Quality & Quantity 53:1, 19-47. [Crossref]
50. Michelle Holder. 2018. Revisiting Bergmann’s Occupational Crowding Model. Review of Radical
Political Economics 50:4, 683-690. [Crossref]
51. Enobong Hannah Branch. Racism, Sexism, and the Constraints on Black Women’s Labor in 1920
91-112. [Crossref]
52. John Komlos. 2018. Despair at Full Employment: The Urgency of a Fairer Labor Market. Challenge
61:5-6, 363-386. [Crossref]
53. Nabil Khattab, Yousef Daoud, Anas Qaysiya, Miriam Shaath. 2018. WITHDRAWN: Estimating
the Disadvantages Facing Muslim Women in the Australian Labour Market. Research in Social
Stratification and Mobility . [Crossref]
54. Yiu Por (Vincent) Chen, Yuan Zhang. 2018. A decomposition method on employment and wage
discrimination and its application in urban China (2002–2013). World Development 110, 1-12.
[Crossref]
55. David Neumark. 2018. Experimental Research on Labor Market Discrimination. Journal of Economic
Literature 56:3, 799-866. [Abstract] [View PDF article] [PDF with links]
56. Timothy M. Diette, Arthur H. Goldsmith, Darrick Hamilton, William Darity. 2018. Race,
Unemployment, and Mental Health in the USA: What Can We Infer About the Psychological Cost
of the Great Recession Across Racial Groups?. Journal of Economics, Race, and Policy 1:2-3, 75-91.
[Crossref]
57. Nabil Khattab, Ron Johnston, David Manley. 2018. Human capital, family structure and religiosity
shaping British Muslim women’s labour market participation. Journal of Ethnic and Migration Studies
44:9, 1541-1559. [Crossref]
58. Stijn Baert. 2018. Hiring a Gay Man, Taking a Risk?: A Lab Experiment on Employment
Discrimination and Risk Aversion. Journal of Homosexuality 65:8, 1015-1031. [Crossref]
59. Stijn Baert, Ann-Sofie De Meyer, Yentl Moerman, Eddy Omey. 2018. Does size matter? Hiring
discrimination and firm size. International Journal of Manpower 39:4, 550-566. [Crossref]
60. Jason Chan, Jing Wang. 2018. Hiring Preferences in Online Labor Markets: Evidence of a Female
Hiring Bias. Management Science 64:7, 2973-2994. [Crossref]
61. Coral del Río, Olga Alonso-Villar. 2018. Segregation and Social Welfare: A Methodological Proposal
with an Application to the U.S. Social Indicators Research 137:1, 257-280. [Crossref]
62. Anita Alves Pena. 2018. Skills and Economic Inequality Across Race and Ethnicity in the United
States: New Evidence on Wage Discrimination Using PIAAC. The Review of Black Political Economy
45:1, 40-68. [Crossref]
63. Roberta Spalter-Roth. Race and Ethnicity in the Labor Market; Changes, Restructuring, and
Resistance 2000–2014 109-131. [Crossref]
64. Tawanna R. Dillahunt, Jason Lam, Alex Lu, Earnest Wheeler. Designing Future Employment
Applications for Underserved Job Seekers 33-44. [Crossref]
65. Sheryl Ball. Status and Economics 13039-13043. [Crossref]
66. Alper Kara, Philip Molyneux. 2017. Household Access to Mortgages in the UK. Journal of Financial
Services Research 52:3, 253-275. [Crossref]
67. Dan Ariely, Aline Holzwarth. 2017. The choice architecture of privacy decision-making. Health and
Technology 7:4, 415-422. [Crossref]
68. Rahmah Ismail, Maryam Farhadi, Chung-Khain Wye. 2017. Occupational Segregation and Gender
Wage Differentials: Evidence from Malaysia. Asian Economic Journal 31:4, 381-401. [Crossref]
69. David McClough, Mary Ellen Benedict. 2017. Not All Education Is Created Equal: How Choice of
Academic Major Affects the Racial Salary Gap. The American Economist 62:2, 184-205. [Crossref]
70. Gabriel Montes-Rojas, Lucas Siga, Ram Mainali. 2017. Mean and quantile regression Oaxaca-Blinder
decompositions with an application to caste discrimination. The Journal of Economic Inequality 15:3,
245-255. [Crossref]
71. Shelby Grossman, Dan Honig. 2017. Evidence from Lagos on Discrimination across Ethnic and Class
Identities in Informal Trade. World Development 96, 520-528. [Crossref]
72. Thomas de Haan, Theo Offerman, Randolph Sloof. 2017. Discrimination In the Labour Market:
The Curse of Competition Between Workers. The Economic Journal 127:603, 1433-1466. [Crossref]
73. Celeste K. Carruthers, Marianne H. Wanamaker. 2017. Separate and Unequal in the Labor Market:
Human Capital and the Jim Crow Wage Gap. Journal of Labor Economics 35:3, 655-696. [Crossref]
74. Makini Chisolm-Straker, Howard Straker. 2017. Implicit bias in US medicine: complex findings and
incomplete conclusions. International Journal of Human Rights in Healthcare 10:1, 43-55. [Crossref]
75. Ram Mainali, Saqib Jafarey, Gabriel Montes-Rojas. 2017. Earnings and Caste: An Evaluation of Caste
Wage Differentials in the Nepalese Labour Market. The Journal of Development Studies 53:3, 396-421.
[Crossref]
76. Olga Alonso-Villar, Coral del Río. 2017. The Occupational Segregation of African American Women:
Its Evolution from 1940 to 2010. Feminist Economics 23:1, 108-134. [Crossref]
77. Romain Aeberhardt, Élise Coudin, Roland Rathelot. 2017. The heterogeneity of ethnic employment
gaps. Journal of Population Economics 30:1, 307-337. [Crossref]
78. Franklin D. Wilson. 2017. GENERATIONAL CHANGES IN RACIAL INEQUALITY IN
OCCUPATIONAL ATTAINMENT, 1950–2010. Du Bois Review: Social Science Research on Race
14:2, 387-425. [Crossref]
79. Michelle Holder. African American Male Unemployment during the Great Recession in Comparison
to Other Groups and Theoretical Considerations 23-34. [Crossref]
80. Michelle Holder. African American Men’s Decline in Labor Market Status during the Great Recession
35-62. [Crossref]
81. Simin He. 2017. What's Right When You're Left? The Impact of Minority Identity in Competitive
and Cooperative Environments. SSRN Electronic Journal . [Crossref]
82. Hans K. Hvide, Yanren Zhang. 2017. Too Big to Succeed? Overstaffing in Firms. SSRN Electronic
Journal . [Crossref]
83. Cornel Nesseler, Carlos Gomez-Gonzalez, Helmut M. Dietl, Julio del Corral. 2017. The Role of
African Americans in the Executive Labor Market: The Case of Head Coaching in College Basketball.
SSRN Electronic Journal . [Crossref]
84. Guillemette de Larquier, Géraldine Rieucau. 2017. Les annonces d’offre d’emploi : une information
publique mais ciblée. Revue économique 68:2, 199. [Crossref]
85. CHARLES L. BALLARD, JEREMY F. DUFF. 2017. The Effects of Perceptions of Economic
Inequality on Policy Preferences: Evidence from Michigan. Michigan Academician 44:3, 256-286.
[Crossref]
86. Jing Shen, Irena Kogan. 2017. Contact use in job placement and its impact on the gender earnings
gap in transitional urban China: Evidence from Xiamen, 1999. International Sociology 32:1, 130-154.
[Crossref]
87. Alena Bičáková. 2016. Gender unemployment gaps in the EU: blame the family. IZA Journal of
European Labor Studies 5:1. . [Crossref]
88. Amanuel Elias, Yin Paradies. 2016. Estimating the mental health costs of racial discrimination. BMC
Public Health 16:1. . [Crossref]
89. Javier Cano-Urbina, Patrick L. Mason. 2016. Acculturation and the labor market in Mexico. IZA
Journal of Labor Policy 5:1. . [Crossref]
90. Amanda Bayer, Cecilia Elena Rouse. 2016. Diversity in the Economics Profession: A New Attack
on an Old Problem. Journal of Economic Perspectives 30:4, 221-242. [Abstract] [View PDF article]
[PDF with links]
91. Silvia Angerer, Daniela Glätzle-Rützler, Philipp Lergetporer, Matthias Sutter. 2016. Cooperation
and discrimination within and across language borders: Evidence from children in a bilingual city.
European Economic Review 90, 254-264. [Crossref]
92. Kelvin Chi-Kin Cheung, Kee-Lee Chou. 2016. Working Poor in Hong Kong. Social Indicators Research
129:1, 317-335. [Crossref]
93. Tomomi Tanaka, Colin F. Camerer. 2016. Trait perceptions influence economic out-group bias: lab
and field evidence from Vietnam. Experimental Economics 19:3, 513-534. [Crossref]
94. José Santiago Arroyo Mina, Luis Felipe Pinzón Gutiérrez, Jhon James Mora, Dany Alexis Gómez
Jaramillo, Andrés Cendales. 2016. Afrocolombianos, discriminación y segregación espacial de la calidad
del empleo para Cali. Cuadernos de Economía 35:69, 753-783. [Crossref]
95. Andrew Francis-Tan. 2016. Light and shadows: An analysis of racial differences between siblings in
Brazil. Social Science Research 58, 254-265. [Crossref]
96. Jessica S. Welburn. 2016. Dual Consciousness, Social Mobility, and the Experiences of Middle-Income
African Americans in the Post-Civil Rights Era. Journal of African American Studies 20:2, 202-227.
[Crossref]
97. Stijn Baert, Ann-Sophie De Pauw, Nick Deschacht. 2016. Do Employer Preferences Contribute to
Sticky Floors?. ILR Review 69:3, 714-736. [Crossref]
98. Chris Baumann, Andrew R. Timming, Paul J. Gollan. 2016. Taboo tattoos? A study of the gendered
effects of body art on consumers' attitudes toward visibly tattooed front line staff. Journal of Retailing
and Consumer Services 29, 31-39. [Crossref]
99. Tyson H. Brown. 2016. Diverging Fortunes: Racial/Ethnic Inequality in Wealth Trajectories in
Middle and Late Life. Race and Social Problems 8:1, 29-41. [Crossref]
100. Stefan Bernhard, Sarah Bernhard. 2016. Do EU Anti-discrimination Provisions Make a Difference?.
Zeitschrift für Soziologie 45:1, 57-72. [Crossref]
101. Leon C. Prieto, Simone T. A. Phipps, Lemaro R. Thompson, Xavier A. Smith. 2016. Schneiderman,
Perkins, and the early labor movement. Journal of Management History 22:1, 50-72. [Crossref]
102. Hwok-Aun Lee, Muhammed Abdul Khalid. 2016. Discrimination of high degrees: race and graduate
hiring in Malaysia. Journal of the Asia Pacific Economy 21:1, 53-76. [Crossref]
103. Robert K. Toutkoushian, Michael B. Paulsen. Labor Economics and Higher Education 323-369.
[Crossref]
104. Monika Gosin. The Death of “la Reina de la Salsa:” Celia Cruz and the Mythification of the Black
Woman 85-107. [Crossref]
105. Redhwan Ahmed AL-Dhamari, Ku Nor Izah Ku Ismail, Bakr Ali Al-Gamrh. 2016. Board diversity and
corporate payout policy: Do free cash flow and ownership concentration matter?. Corporate Ownership
and Control 14:1, 373-383. [Crossref]
106. Alexander Bartik, Scott Nelson. 2016. Credit Reports as RRsumms: The Incidence of Pre-
Employment Credit Screening. SSRN Electronic Journal . [Crossref]
107. Kelvin Chi-Kin Cheung. 2015. Child Poverty in Hong Kong Single-Parent Families. Child Indicators
Research 8:3, 517-536. [Crossref]
108. Marie Berrah, Catherine Ris. 2015. La lente transition entre réussite scolaire et réussite professionnelle
des femmes kanak en Nouvelle-Calédonie. Formation emploi :130, 89-110. [Crossref]
109. Imanol Nunez, Ilias Livanos. 2015. Temps “by choice”? An Investigation of the Reasons Behind
Temporary Employment Among Young Workers in Europe. Journal of Labor Research 36:1, 44-66.
[Crossref]
110. Jared J. Llorens. 2015. Fiscally driven compensation reform and threats to human capital capacity in
the public sector. International Journal of Organization Theory & Behavior 18:1, 22-46. [Crossref]
111. M. Anne Visser, Edwin Meléndez. 2015. Working in the New Low-Wage Economy: Understanding
Participation in Low-Wage Employment in the Recessionary Era. WorkingUSA 18:1, 7-29. [Crossref]
112. Daniel Kreisman, Marcos A. Rangel. 2015. On the Blurring of the Color Line: Wages and
Employment for Black Males of Different Skin Tones. Review of Economics and Statistics 97:1, 1-13.
[Crossref]
113. Anzhelika Antipova. 2015. Black, White, male, and female concentrated employment: The effect of
spatial and aspatial labor factors. Cities 42, 160-170. [Crossref]
114. Min Zou. 2015. Gender, work orientations and job satisfaction. Work, Employment and Society 29:1,
3-22. [Crossref]
115. Douglas S. Massey. Inequality, Social 908-913. [Crossref]
116. Camilo Alberto Cárdenas Hurtado, María Alejandra Hernández Montes, Jhon Edwar Torres Gorron.
2015. A Statistical Analysis of Heterogeneity on Labour Markets and Unemployment Rates in
Colombia. Revista Desarrollo y Sociedad :75, 153-196. [Crossref]
117. Alexia Gaudeul, Ayu Okvitawanli, Marian Panganiban. 2015. Does the Gender Mix Among Employers
Influence Who Gets Hired? A Labor Market Experiment. SSRN Electronic Journal . [Crossref]
118. Jason Chan, Jing Wang. 2015. Hiring Preferences in Online Labor Markets: Evidence of a Female
Hiring Bias. SSRN Electronic Journal . [Crossref]
119. Tushar Agrawal. 2014. Gender and caste-based wage discrimination in India: some recent evidence.
Journal for Labour Market Research 47:4, 329-340. [Crossref]
120. Antwan Jones. 2014. Depression, race, gender and covenant marriage: An analysis of newly married
couples. Health Sociology Review 23:3, 190-207. [Crossref]
121. Steinar Holden, Åsa Rosén. 2014. DISCRIMINATION AND EMPLOYMENT PROTECTION.
Journal of the European Economic Association 12:6, 1676-1699. [Crossref]
122. Stijn Baert. 2014. Career lesbians. Getting hired for not having kids?. Industrial Relations Journal
45:6, 543-561. [Crossref]
123. Joya Misra, Marta Murray-Close. 2014. The Gender Wage Gap in the United States and Cross
Nationally. Sociology Compass 8:11, 1281-1295. [Crossref]
124. Thierry Baudassé, Rémi Bazillier. 2014. Gender inequality and emigration: Push factor or selection
process?. International Economics 139, 19-47. [Crossref]
125. Sarita Davis. 2014. The Sojourner Syndrome: An Interpretive Framework for Understanding Poor
Black Women's HIV Risk. Transforming Anthropology 22:2, 121-134. [Crossref]
126. Eric R. Kushins. 2014. Sounding Like Your Race in the Employment Process: An Experiment on
Speaker Voice, Race Identification, and Stereotyping. Race and Social Problems 6:3, 237-248. [Crossref]
127. Kristina Nyström, Gulzat Zhetibaeva Elvung. 2014. New firms and labor market entrants: Is there a
wage penalty for employment in new firms?. Small Business Economics 43:2, 399-410. [Crossref]
128. J. D. Pitts, S. Orozco-Aleman, J. Rezek. 2014. The role of supervisors in the determination of wages
and wage gaps. Applied Economics 64, 1-15. [Crossref]
129. Stanley Bailey, Aliya Saperstein, Andrew Penner. 2014. Race, color, and income inequality across the
Americas. Demographic Research 31, 735-756. [Crossref]
130. Joshua D. Pitts, Charles Kroncke. 2014. Educational Attainment and the Gender Wage Gap: A
Comparison of Young Men and Women in 1984 and 2007. Forum for Social Economics 43:2, 123-155.
[Crossref]
131. Adriana Kugler. 2014. Labor Market Analysis and Labor Policymaking in the Nation's Capital. ILR
Review 67:3_suppl, 594-607. [Crossref]
132. Alicia Lukachko, Mark L. Hatzenbuehler, Katherine M. Keyes. 2014. Structural racism and
myocardial infarction in the United States. Social Science & Medicine 103, 42-50. [Crossref]
133. C. Elizabeth Hirsh. 2014. Beyond Treatment and Impact. American Behavioral Scientist 58:2, 256-273.
[Crossref]
134. Mohammad Ashraf. Income Distribution and Economic Growth and Development 77-103. [Crossref]
135. Jefferson Duarte, Stephan Siegel, Lance A. Young. 2014. Do Individual Investors Form Rational
Expectations? Evidence from Peer-to-Peer Lending. SSRN Electronic Journal . [Crossref]
136. Jason L. Morin. 2014. The Voting Behavior of Minority Judges in the U.S. Courts of Appeals.
American Politics Research 42:1, 34-64. [Crossref]
137. Antonio Filippin, Francesco Guala. 2013. Costless discrimination and unequal achievements in an
experimental tournament. Experimental Economics 16:3, 285-305. [Crossref]
138. Nicholas Biddle. 2013. Comparing Self Perceived and Observed Labour Market Discrimination in
Australia. Economic Papers: A journal of applied economics and policy 32:3, 383-394. [Crossref]
139. Jonathan A. Lanning. 2013. Opportunities Denied, Wages Diminished: Using Search Theory to
Translate Audit-Pair Study Findings into Wage Differentials. The B.E. Journal of Economic Analysis
& Policy 13:2, 921-958. [Crossref]
140. Roland G. Fryer, Devah Pager, Jörg L. Spenkuch. 2013. Racial Disparities in Job Finding and Offered
Wages. The Journal of Law and Economics 56:3, 633-689. [Crossref]
141. Joonmo Cho, Jaeseong Lee, Taehee Kwon. 2013. Gender exclusion in social security protection:
evidence from Korea. Asian-Pacific Economic Literature 27:1, 62-78. [Crossref]
142. Uduak Archibong, Oluyinka Adejumo. 2013. Affirmative Action in South Africa. Journal of
Psychological Issues in Organizational Culture 3:S1, 14-27. [Crossref]
143. Michael Lewis, Debanjan Mitra, Yeujun Yoon. 2013. Customer portfolio composition and customer
equity feedback effects: Student diversity and acquisition in educational communities. Marketing
Letters 24:1, 71-84. [Crossref]
144. Marco Caliendo, Wang-Sheng Lee. 2013. Fat chance! Obesity and the transition from unemployment
to employment. Economics & Human Biology 11:2, 121-133. [Crossref]
145. Isabelle Agier, Ariane Szafarz. 2013. Microfinance and Gender: Is There a Glass Ceiling on Loan
Size?. World Development 42, 165-181. [Crossref]
146. Peter Kuhn, Kailing Shen. 2013. Gender Discrimination in Job Ads: Evidence from China *. The
Quarterly Journal of Economics 128:1, 287-336. [Crossref]
147. Arline T. Geronimus, Rachel C. Snow. The Mutability of Women’s Health with Age 21-32.
[Crossref]
148. Yaojun Li. Inching up: The Labour Market Position of the Second-Generation Immigrants in Britain
and the United States (1990–2000) 159-187. [Crossref]
149. Kenneth Glenn Dau-Schmidt, Ryland Sherman. 2013. The Employment and Economic Advancement
of African Americans in the Twentieth Century. SSRN Electronic Journal . [Crossref]
150. Kevin Lang,, Jee-Yeon K. Lehmann. 2012. Racial Discrimination in the Labor Market: Theory and
Empirics. Journal of Economic Literature 50:4, 959-1006. [Abstract] [View PDF article] [PDF with
links]
151. Annabelle Krause, Ulf Rinne, Klaus F Zimmermann. 2012. Anonymous job applications in Europe.
IZA Journal of European Labor Studies 1:1. . [Crossref]
152. Aliya Saperstein, Andrew M. Penner. 2012. Racial Fluidity and Inequality in the United States.
American Journal of Sociology 118:3, 676-727. [Crossref]
153. . References 283-328. [Crossref]
154. Marc Bendick, Ana P. Nunes. 2012. Developing the Research Basis for Controlling Bias in Hiring.
Journal of Social Issues 68:2, 238-262. [Crossref]
155. Maria Berrittella. 2012. Modelling the labour market of minority ethnic groups. Journal of Policy
Modeling 34:3, 389-402. [Crossref]
156. Randall Akee, Mutlu Yuksel. 2012. The Decreasing Effect of Skin Tone on Women's Full-Time
Employment. ILR Review 65:2, 398-426. [Crossref]
157. Daphne Berry, Myrtle P. Bell. 2012. Inequality in organizations: stereotyping, discrimination, and
labor law exclusions. Equality, Diversity and Inclusion: An International Journal 31:3, 236-248.
[Crossref]
158. Ebrahim Soltani, Jawad Syed, Ying-Ying Liao, Nasrollah Shahi-Sough. 2012. Tackling one-sidedness
in equality and diversity research: Characteristics of the current dominant approach to managing
diverse workgroups in Iran. Asia Pacific Journal of Management 29:1, 9-37. [Crossref]
159. Núria Rodríguez-Planas. 2012. Wage and occupational assimilation by skill level: migration policy
lessons from Spain. IZA Journal of European Labor Studies 1:1, 8. [Crossref]
160. Deniz Igan, Marcelo Pinheiro, John Smith. 2012. Racial Biases and Market Outcomes: 'White Men
Can't Jump,' But Would You Bet on It?. SSRN Electronic Journal . [Crossref]
161. Shamsul Abdullah, Ku Nor Izah Ku Ismail, Lilach Nachum. 2012. Women on Boards of Malaysian
Firms: Impact on Market and Accounting Performance. SSRN Electronic Journal . [Crossref]
162. Alena Bicakova. 2012. Gender Unemployment Gaps in the EU: Blame the Family. SSRN Electronic
Journal . [Crossref]
163. Arnfinn H. Midtbøen, Jon Rogstad. 2012. DISCRIMINATION. Methodological controversies and
sociological perspectives on future research. Nordic Journal of Migration Research 2:3. . [Crossref]
164. Linda Loubert. 2012. The Plight of African American Women: Employed and Unemployed. The
Review of Black Political Economy 39:4, 373-380. [Crossref]
165. Tyson Brown. 2012. The Intersection and Accumulation of Racial and Gender Inequality: Black
Women's Wealth Trajectories. The Review of Black Political Economy 39:2, 239-258. [Crossref]
166. Frances McGinnity, Peter D. Lunn. 2011. Measuring discrimination facing ethnic minority job
applicants: an Irish experiment. Work, Employment and Society 25:4, 693-708. [Crossref]
167. Amon Emeka, Jody Agius Vallejo. 2011. Non-Hispanics with Latin American ancestry: Assimilation,
race, and identity among Latin American descendants in the US. Social Science Research 40:6,
1547-1563. [Crossref]
168. Claudia Senik, Thierry Verdier. 2011. Segregation, entrepreneurship and work values: the case of
France. Journal of Population Economics 24:4, 1207-1234. [Crossref]
169. Ken-Hou Lin. 2011. Do less-skilled immigrants work more? Examining the work time of Mexican
immigrant men in the United States. Social Science Research 40:5, 1402-1418. [Crossref]
170. Kerwin Kofi Charles, Jonathan Guryan. 2011. Studying Discrimination: Fundamental Challenges and
Recent Progress. Annual Review of Economics 3:1, 479-511. [Crossref]
171. Tamara K. Nopper. 2011. Minority, Black and Non-Black People of Color: ‘New’ Color-Blind Racism
and the US Small Business Administration’s Approach to Minority Business Lending in the Post-
Civil Rights Era. Critical Sociology 37:5, 651-671. [Crossref]
172. Sumon Kumar Bhaumik, Jeffrey B. Nugent. 2011. Real options and demographic decisions: empirical
evidence from East and West Germany. Applied Economics 43:21, 2739-2749. [Crossref]
173. Kevin Lang,, Michael Manove. 2011. Education and Labor Market Discrimination. American
Economic Review 101:4, 1467-1496. [Abstract] [View PDF article] [PDF with links]
174. Jared J. Llorens, Edmund C. Stazyk. 2011. How Important Are Competitive Wages? Exploring the
Impact of Relative Wage Rates on Employee Turnover in State Government. Review of Public Personnel
Administration 31:2, 111-127. [Crossref]
175. Christopher J. Lyons, Becky Pettit. 2011. Compounded Disadvantage: Race, Incarceration, and Wage
Growth. Social Problems 58:2, 257-280. [Crossref]
176. Tim Slack, Leif Jensen. Underemployment Among Minorities and Immigrants 127-143. [Crossref]
177. Andrea Bellucci, Alexander Borisov, Alberto Zazzaro. Do Male and Female Loan Officers Differ in
Small Business Lending? A Review of the Literature 195-219. [Crossref]
178. Fryer Roland G.. Racial inequality in the 21st century: the declining significance of discrimination
855-971. [Crossref]
179. Roland G. Fryer, Devah Pager, Jörg L. Spenkuch. 2011. Racial Disparities in Job Finding and Offered
Wages. SSRN Electronic Journal . [Crossref]
180. Steinar Holden, Asa Rosen. 2011. Discrimination and Employment Protection. SSRN Electronic
Journal . [Crossref]
181. Thomas de Haan, Theo Offerman, Randolph Sloof. 2011. Discrimination in the Labor Market: The
Curse of Competition between Workers. SSRN Electronic Journal . [Crossref]
182. Patrick L. Mason. 2011. Moments of Disparate Peaks: Race-Gender Wage Gaps among Mature
Persons, 1965–2007. The Review of Black Political Economy 38:1, 1-25. [Crossref]
183. Jonathan A. Lanning. 2010. Productivity, Discrimination, and Lost Profits During Baseball's
Integration. The Journal of Economic History 70:4, 964-988. [Crossref]
184. Thomas S. Moore. 2010. The Locus of Racial Disadvantage in the Labor Market. American Journal
of Sociology 116:3, 909-42. [Crossref]
185. Phillip Young, Don Reimer, Karen Holsey Young. 2010. Effects of Organizational Characteristics
and Human Capital Endowments on Pay of Female and Male Middle School Principals. Educational
Administration Quarterly 46:4, 590-616. [Crossref]
186. Donghun Cho, Joonmo Cho, Bohwa Song. 2010. An empirical analysis of the gender earnings gap
between the public and private sectors in Korea: A comparative study with the US. Journal of the
Japanese and International Economies 24:3, 441-456. [Crossref]
187. 이이이, 이이이. 2010. The Differential Impacts of Job-Training Programs for Individuals with Disabilities:
Comparing between Inclusive- and Separate-Training System. Disability & Employment 20:3, 5-27.
[Crossref]
188. Hans Siebers. 2010. The Impact of Migrant-Hostile Discourse in the Media and Politics on
Racioethnic Closure in Career Development in the Netherlands. International Sociology 25:4, 475-500.
[Crossref]
189. Joonmo Cho, Taehee Kwon. 2010. Affirmative Action and Corporate Compliance in South Korea.
Feminist Economics 16:2, 111-139. [Crossref]
190. Arline T. Geronimus, Margaret T. Hicken, Jay A. Pearson, Sarah J. Seashols, Kelly L. Brown, Tracey
Dawson Cruz. 2010. Do US Black Women Experience Stress-Related Accelerated Biological Aging?.
Human Nature 21:1, 19-38. [Crossref]
191. Thomas Hinz, Katrin Auspurg. Geschlechtsbezogene Diskriminierung bei der Entlohnung 135-149.
[Crossref]
192. Yaojun Li, Anthony Heath. Struggling onto the Ladder, Climbing the Rungs: Employment and Class
Position of Minority Ethnic Groups in Britain 83-97. [Crossref]
193. Thorsten Beck, Patrick Behr, Andre Guettler. 2010. Gender and Banking: Are Women Better Loan
Officers?. SSRN Electronic Journal . [Crossref]
194. Bernard Gazier. 2010. La discrimination économique est-elle soluble dans la complexité ?. Revue de
l'OFCE 114:3, 45. [Crossref]
195. Gregory Fairchild. 2009. Racial segregation in the public schools and adult labor market outcomes:
the case of black Americans. Small Business Economics 33:4, 467-484. [Crossref]
196. Hermann Gartner, Thomas Hinz. 2009. Geschlechtsspezifische Lohnungleichheit in Betrieben,
Berufen und Jobzellen (1993–2006). Berliner Journal für Soziologie 19:4, 557-575. [Crossref]
197. Didier Ruedin. 2009. Ethnic Group Representation in a Cross-National Comparison. The Journal of
Legislative Studies 15:4, 335-354. [Crossref]
198. Mohammad Ashraf. 2009. Characteristics of female managers in the US labour market. Applied
Economics Letters 16:17, 1683-1686. [Crossref]
199. Darrick Hamilton, Arthur H. Goldsmith, William Darity. 2009. Shedding “light” on marriage: The
influence of skin shade on marriage for black females. Journal of Economic Behavior & Organization
72:1, 30-50. [Crossref]
200. Devah Pager, Bart Bonikowski, Bruce Western. 2009. Discrimination in a Low-Wage Labor Market.
American Sociological Review 74:5, 777-799. [Crossref]
201. Martin Nordin, Dan-Olof Rooth. 2009. The Ethnic Employment and Income Gap in Sweden: Is
Skill or Labor Market Discrimination the Explanation?. Scandinavian Journal of Economics 111:3,
487-510. [Crossref]
202. Robert W. Fairlie. 2009. Can the “one-drop rule” tell us anything about racial discrimination? New
evidence from the multiple race question on the 2000 Census. Labour Economics 16:4, 451-460.
[Crossref]
203. Becky Pettit, Stephanie Ewert. 2009. Employment gains and wage declines: The erosion of black
women’s relative wages since 1980. Demography 46:3, 469-492. [Crossref]
204. MARLENE KIM. 2009. Race and Gender Differences in the Earnings of Black Workers. Industrial
Relations: A Journal of Economy and Society 48:3, 466-488. [Crossref]
205. Douglas S. Massey. 2009. Racial Formation in Theory and Practice: The Case of Mexicans in the
United States. Race and Social Problems 1:1, 12-26. [Crossref]
206. Hans Siebers. 2009. (Post)bureaucratic organizational practices and the production of racioethnic
inequality at work. Journal of Management & Organization 15:1, 62-81. [Crossref]
207. Hans Siebers. 2009. (Post)bureaucratic organizational practices and the production of racioethnic
inequality at work. Journal of Management & Organization 15:1, 62-81. [Crossref]
208. Victoria Büsch, Svenn-Åge Dahl, Dennis A.V. Dittrich. 2009. An empirical study of age
discrimination in Norway and Germany. Applied Economics 41:5, 633-651. [Crossref]
209. BROOKS B. ROBINSON. 2009. BLACK UNEMPLOYMENT AND INFOTAINMENT. Economic
Inquiry 47:1, 98-117. [Crossref]
210. Shichao Zhang. 2008. Detecting Differences Between Contrast Groups. IEEE Transactions on
Information Technology in Biomedicine 12:6, 739-745. [Crossref]
211. C. Elizabeth Hirsh, Youngjoo Cha. 2008. Understanding Employment Discrimination: A Multilevel
Approach. Sociology Compass 2:6, 1989-2007. [Crossref]
212. Helen I. Doerpinghaus, Joan T. Schmit, Jason Jia-Hsing Yeh. 2008. Age and Gender Effects on Auto
Liability Insurance Payouts. Journal of Risk & Insurance 75:3, 527-550. [Crossref]
213. Lisa K. Zottarelli. 2008. Post-Hurricane Katrina Employment Recovery: The Interaction of Race and
Place . Social Science Quarterly 89:3, 592-607. [Crossref]
214. Kevin T. Leicht. 2008. Broken Down by Race and Gender? Sociological Explanations of New Sources
of Earnings Inequality. Annual Review of Sociology 34:1, 237-255. [Crossref]
215. Judith K. Hellerstein, David Neumark. 2008. Workplace Segregation in the United States: Race,
Ethnicity, and Skill. Review of Economics and Statistics 90:3, 459-477. [Crossref]
216. Guillermina Jasso, Samuel Kotz. 2008. Two Types of Inequality. Sociological Methods & Research 37:1,
31-74. [Crossref]
217. Kanchana N. Ruwanpura. 2008. Multiple identities, multiple-discrimination: A critical review.
Feminist Economics 14:3, 77-105. [Crossref]
218. D. Jamali, Y. Sidani, A. Kobeissi. 2008. The gender pay gap revisited: insights from a developing
country context. Gender in Management: An International Journal 23:4, 230-246. [Crossref]
219. Major G. Coleman, William A. Darity Jr., Rhonda V. Sharpe. 2008. Are Reports of Discrimination
Valid? Considering the Moral Hazard Effect. American Journal of Economics and Sociology 67:2,
149-175. [Crossref]
220. Jason L. Cummings, Pamela Braboy Jackson. 2008. Race, Gender, and SES Disparities in Self-
Assessed Health, 1974-2004. Research on Aging 30:2, 137-167. [Crossref]
221. John L. Cotton, Bonnie S. O'Neill, Andrea Griffin. 2008. The “name game”: affective and hiring
reactions to first names. Journal of Managerial Psychology 23:1, 18-39. [Crossref]
222. Sheryl Ball. Status and Economics 1-6. [Crossref]
223. Francesco Renna, Randall King. 2007. The Impact of Racial Discrimination on the Early Career
Outcomes of Young Men. Atlantic Economic Journal 35:3, 269-278. [Crossref]
224. A. Celeste Farr. 2007. The Effect of Race and Expertise on Source Credibility Ratings While
Considering Resumes. Howard Journal of Communications 18:3, 239-258. [Crossref]
225. Hugo Ñopo, Jaime Saavedra, Máximo Torero. 2007. Ethnicity and Earnings in a Mixed‐Race Labor
Market. Economic Development and Cultural Change 55:4, 709-734. [Crossref]
226. Changhui KANG, Seungjoo LEE. 2007. REGIONAL TIES AND DISCRIMINATION:
POLITICAL CHANGE, ECONOMIC CRISIS, AND JOB DISPLACEMENTS IN SOUTH
KOREA, 1997-99. The Developing Economies 45:1, 63-96. [Crossref]
227. John J. Donohue. Chapter 18 Antidiscrimination Law 1387-1472. [Crossref]
228. Antoni Calvó-Armengol, Matthew O. Jackson. 2007. Networks in labor markets: Wage and
employment dynamics and inequality. Journal of Economic Theory 132:1, 27-46. [Crossref]
229. MOHAMMAD ASHRAF. 2007. FACTORS AFFECTING FEMALE EMPLOYMENT IN
MALE-DOMINATED OCCUPATIONS: EVIDENCE FROM THE 1990 AND 2000 CENSUS
DATA. Contemporary Economic Policy 25:1, 119-130. [Crossref]
230. HUOYING WU. 2007. CAN THE HUMAN CAPITAL APPROACH EXPLAIN LIFE-CYCLE
WAGE DIFFERENTIALS BETWEEN RACES AND SEXES?. Economic Inquiry 45:1, 24-39.
[Crossref]
231. PATRICK L. MASON. 2007. Intergenerational Mobility and Interracial Inequality: The Return to
Family Values. Industrial Relations 46:1, 51-80. [Crossref]
232. Judith K. Hellerstein, David Neumark. 2007. Workplace Segregation in the United States: Race,
Ethnicity, and Skill. SSRN Electronic Journal . [Crossref]
233. Philip N. Cohen, Matt L. Huffman. 2007. Black Under-representation in Management across U.S.
Labor Markets. The ANNALS of the American Academy of Political and Social Science 609:1, 181-199.
[Crossref]
234. Mark L. Joseph, Robert J. Chaskin, Henry S. Webber. 2007. The Theoretical Basis for Addressing
Poverty Through Mixed-Income Development. Urban Affairs Review 42:3, 369-409. [Crossref]
235. Manuel J. Carvajal. 2006. Economic grounds for affirmative action: The evidence on architects and
engineers in South Florida. Review of Social Economy 64:4, 515-538. [Crossref]
236. Pooran Wynarczyk, Chloe Renner. 2006. The “gender gap” in the scientific labour market. Equal
Opportunities International 25:8, 660-673. [Crossref]
237. Sally Coleman Selden. 2006. A Solution in Search of a Problem? Discrimination, Affirmative Action,
and the New Public Service. Public Administration Review 66:6, 911-923. [Crossref]
238. Annemette Sørensen. 2006. Welfare states, family inequality, and equality of opportunity. Research in
Social Stratification and Mobility 24:4, 367-375. [Crossref]
239. Arthur H. Goldsmith, Darrick Hamilton, William Darity. 2006. Does a Foot in the Door Matter?
White–Nonwhite Differences in the Wage Return to Tenure and Prior Workplace Experience.
Southern Economic Journal 73:2, 267-306. [Crossref]
240. David Neumark, Wendy A. Stock. 2006. The Labor Market Effects of Sex and Race Discrimination
Laws. Economic Inquiry 44:3, 385-419. [Crossref]
241. Donal O'Neill, Olive Sweetman, Dirk Van de gaer. 2006. The impact of cognitive skills on the
distribution of the black-white wage gap. Labour Economics 13:3, 343-356. [Crossref]
242. AMY M. WOLAVER, NANCY E. WHITE. 2006. Racial Wage Differences among Young Male Job
Changers: The Relative Contribution of Migration, Occupation Change, Site Characteristics, and
Human Capital. Growth and Change 37:1, 34-59. [Crossref]
243. Emmanuel Ogbonna, Lloyd C. Harris. 2006. The dynamics of employee relationships in an ethnically
diverse workforce. Human Relations 59:3, 379-407. [Crossref]
244. Harry J. Holzer, David Neumark. 2006. Affirmative action: What do we know?. Journal of Policy
Analysis and Management 25:2, 463-490. [Crossref]
245. Mark L. Joseph. 2006. Is mixed‐income development an antidote to urban poverty?. Housing Policy
Debate 17:2, 209-234. [Crossref]
246. Major G. Coleman. 2005. Racism in academia: the white superiority supposition in the “unbiased”
search for knowledge. European Journal of Political Economy 21:3, 762-774. [Crossref]
247. June Ellenoff O'Neill. 2005. Comments on “Is there racism in economic research?”. European Journal
of Political Economy 21:3, 775-780. [Crossref]
248. Michael K. Brown, David Wellman. 2005. EMBEDDING THE COLOR LINE: The Accumulation
of Racial Advantage and the Disaccumulation of Opportunity in Post-Civil Rights America. Du Bois
Review: Social Science Research on Race 2:2, 187-207. [Crossref]
249. Paul Allanson, Jonathan P Atkins. 2005. The Evolution of the Racial Wage Hierarchy in Post-
Apartheid South Africa. Journal of Development Studies 41:6, 1023-1050. [Crossref]
250. Gianni De Fraja. 2005. REVERSE DISCRIMINATION AND EFFICIENCY IN EDUCATION*.
International Economic Review 46:3, 1009-1031. [Crossref]
251. Shannon Harper, Barbara Reskin. 2005. Affirmative Action at School and on the Job. Annual Review
of Sociology 31:1, 357-379. [Crossref]
252. Eric Fong, Kumiko Shibuya. 2005. Multiethnic Cities in North America. Annual Review of Sociology
31:1, 285-304. [Crossref]
253. Julaikha B. Hossain, Kyoko Kusakabe. 2005. Sex segregation in construction organizations in
Bangladesh and Thailand. Construction Management and Economics 23:6, 609-619. [Crossref]
254. Donald Tomaskovic‐Devey, Melvin Thomas, Kecia Johnson. 2005. Race and the Accumulation of
Human Capital across the Career: A Theoretical Model and Fixed‐Effects Application. American
Journal of Sociology 111:1, 58-89. [Crossref]
255. William Darity. 2005. Stratification economics: The role of intergroup inequality. Journal of Economics
and Finance 29:2, 144-153. [Crossref]
256. Deborah M. Figart, Ellen Mutari. 2005. Rereading Becker: Contextualizing the Development of
Discrimination Theory. Journal of Economic Issues 39:2, 475-483. [Crossref]
257. Jeffrey R. Kling, Jens Ludwig, Lawrence F. Katz. 2005. Neighborhood Effects on Crime for Female
and Male Youth: Evidence From a Randomized Housing Voucher Experiment*. Quarterly Journal of
Economics 120:1, 87-130. [Crossref]
258. Jorge Aguero. 2005. Stereotypes and Willingness to Change Them: Testing Theories of
Discrimination in South Africa. SSRN Electronic Journal . [Crossref]
259. Matt L Huffman. 2004. More pay, more inequality? The influence of average wage levels and the racial
composition of jobs on the Black–White wage gap. Social Science Research 33:3, 498-520. [Crossref]
260. Robert Brooks, Sinclair Davidson, Margaret Jackson. 2004. THE PRICE OF DISCRIMINATION:
AN ECONOMIC ANALYSIS OF THE HUMAN RIGHTS AND EQUAL OPPORTUNITY
COMMISSION RULINGS 1985-2000. Economic Papers: A journal of applied economics and policy
23:3, 244-256. [Crossref]
261. William Darity. 2004. The Wellspring of Racial Inequality. The Review of Black Political Economy
32:2, 61-68. [Crossref]
262. Marianne Bertrand, Sendhil Mullainathan. 2004. Are Emily and Greg More Employable Than
Lakisha and Jamal? A Field Experiment on Labor Market Discrimination. American Economic Review
94:4, 991-1013. [Abstract] [View PDF article] [PDF with links]
263. Peter A. Riach, Judith Rich. 2004. Deceptive Field Experiments of Discrimination: Are they Ethical?.
Kyklos 57:3, 457-470. [Crossref]
264. Matt L. Huffman. 2004. Gender Inequality Across Local Wage Hierarchies. Work and Occupations
31:3, 323-344. [Crossref]
265. Jessica Gordon Nembhard. 2004. Cooperative Ownership in the Struggle for African American
Economic Empowerment. Humanity & Society 28:3, 298-321. [Crossref]
266. MAJOR G. COLEMAN. 2004. Racial Discrimination in the Workplace: Does Market Structure
Make a Difference?. Industrial Relations 43:3, 660-689. [Crossref]
267. Brett O'Hara. 2004. Twice Penalized. Journal of Disability Policy Studies 15:1, 27-34. [Crossref]
268. Paul E. Gabriel. 2004. Differences in earnings, skills and labour market experience among young black
and white men. Applied Economics Letters 11:6, 337-341. [Crossref]
269. Omar Arias, Gustavo Yamada, Luis Tejerina. 2004. Education, family background and racial earnings
inequality in Brazil. International Journal of Manpower 25:3/4, 355-374. [Crossref]
270. Robert M. de Vries, Maarten H.J. Wolbers. 2004. Ethnic variation in labour market outcomes among
school‐leavers in the Netherlands: the role of educational qualifications and social background. Journal
of Youth Studies 7:1, 3-18. [Crossref]
271. Jacqueline Agesa, Darrick Hamilton. 2004. Competition and Wage Discrimination: The Effects
of Interindustry Concentration and Import Penetration*. Social Science Quarterly 85:1, 121-135.
[Crossref]
272. Manuel J. Carvajal. 2004. Measuring Economic Discrimination of Hispanic-Owned Architecture and
Engineering Firms in South Florida. Hispanic Journal of Behavioral Sciences 26:1, 79-101. [Crossref]
273. Barry T. Hirsch, David A. Macpherson. 2004. Wages, Sorting on Skill, and the Racial Composition
of Jobs. Journal of Labor Economics 22:1, 189-210. [Crossref]
274. Thomas Goerner. 2004. Wage Gap Analysis in Context of Aggregate Labor Market Influences. SSRN
Electronic Journal . [Crossref]
275. Major G. Coleman. 2003. Job Skill and Black Male Wage Discrimination *. Social Science Quarterly
84:4, 892-906. [Crossref]
276. Loren Brandt, Hongbin Li. 2003. Bank discrimination in transition economies: ideology,
information, or incentives?. Journal of Comparative Economics 31:3, 387-413. [Crossref]
277. Elton Mykerezi, Bradford Mills, Sonya Gomes. 2003. Education and Socioeconomic Weil-Being
in Racially Diverse Rural Counties. Journal of Agricultural and Applied Economics 35:2, 251-262.
[Crossref]
278. Harry J. Holzer, Jens Ludwig. 2003. Measuring Discrimination in Education: Are Methodologies
From Labor and Markets Useful?. Teachers College Record 105:6, 1147-1178. [Crossref]
279. Andrea Smith, Richard N. Lalonde. 2003. “Racelessness” in a Canadian Context? Exploring the Link
between Black Students' Identity, Achievement, and Mental Health. Journal of Black Psychology 29:2,
142-164. [Crossref]
280. Tracy F.H. Chang. 2003. A social psychological model of women’s gender‐typed occupational
mobility. Career Development International 8:1, 27-39. [Crossref]
281. Bradford F. Mills, Gautam Hazarika. 2003. Do Single Mothers Face Greater Constraints to Workforce
Participation in Non‐Metropolitan Areas?. American Journal of Agricultural Economics 85:1, 143-161.
[Crossref]
282. Robert K. Toutkoushian. What can Labor Economics Tell us about the Earnings and Employment
Prospects for Faculty? 263-321. [Crossref]
283. Loren Brandt, Hongbin Li. 2003. Bank Discrimination in Transition Economies: Ideology,
Information or Incentives?. SSRN Electronic Journal . [Crossref]
284. Marianne Bertrand, Sendhil Mullainathan. 2003. Are Emily and Greg More Employable than Lakisha
and Jamal? A Field Experiment on Labor Market Discrimination. SSRN Electronic Journal . [Crossref]
285. Gianni De Fraja. 2003. Reverse Discrimination and Efficiency in Education. SSRN Electronic Journal
. [Crossref]
286. Yanis Varoufakis. 2002. Against Equality. Science & Society 66:4, 448-472. [Crossref]
287. G. Coleman. 2002. Contesting the Magic of the Market-place: Black Employment and Business
Concentration in the Urban Context. Urban Studies 39:10, 1793-1818. [Crossref]
288. Patrick L. Mason. 2002. The Janus Face of Race: Rhonda M. Williams on Orthodox Economic
Schizophrenia. The Review of Black Political Economy 29:4, 63-75. [Crossref]
289. Christopher Henderson. 2002. Asymmetric Information in Community Banking and Its Relationship
to Credit-Market Discrimination. American Economic Review 92:2, 315-319. [Citation] [View PDF
article] [PDF with links]
290. William M. Rodgers, William E. Spriggs. 2002. Accounting for the Racial Gap in AFQT Scores:
Comment on Nan L. Maxwell, “The Effect on Black-White Wage Differences of Differences in the
Quantity and Quality of Education”. ILR Review 55:3, 533-541. [Crossref]
291. Marlene Kim. 2002. Has the Race Penalty for Black Women Disappeared in the United States?.
Feminist Economics 8:2, 115-124. [Crossref]
292. Tetine Sentell, David Pingitore, Richard Scheffler, Douglas Schwalm, Michael Haley. 2001. Gender
differences in practice patterns and income among psychologists in professional practice. Professional
Psychology: Research and Practice 32:6, 607-617. [Crossref]
293. Robert E. Crew, Joe Eyerman. 2001. Finding Employment and Staying Employed After Leaving
Welfare. Journal of Poverty 5:4, 67-91. [Crossref]
294. David B. Mustard. 2001. Racial, Ethnic, and Gender Disparities in Sentencing: Evidence from the
U.S. Federal Courts. The Journal of Law and Economics 44:1, 285-314. [Crossref]
295. Héctor R. Cordero-Guzmán. 2001. Cognitive Skills, Test Scores, and Social Stratification: The Role
of Family and School-Level Resources on Racial/Ethnic Differences in Scores on Standardized Tests
(Afqt). The Review of Black Political Economy 28:4, 31-71. [Crossref]
296. C. Fershtman, U. Gneezy. 2001. Discrimination in a Segmented Society: An Experimental Approach.
The Quarterly Journal of Economics 116:1, 351-377. [Crossref]
297. Barbara F. Reskin. Employment Discrimination and Its Remedies 567-599. [Crossref]
298. Philip Moss, Chris Tilly. Hiring in Urban Labor Markets 601-643. [Crossref]
299. William A. Darity. 2001. End of Race?. Transforming Anthropology 10:1, 39-43. [Crossref]
300. George Galster, Douglas Wissoker, Wendy Zimmermann. 2001. Testing for Discrimination in Home
Insurance: Results from New York City and Phoenix. Urban Studies 38:1, 141-156. [Crossref]
301. Danielle Lewis, Dek Terrell. 2001. Experience, Tenure, and the Perceptions of Employers. Southern
Economic Journal 67:3, 578-597. [Crossref]
302. Harry Holzer,, David Neumark. 2000. Assessing Affirmative Action. Journal of Economic Literature
38:3, 483-568. [Abstract] [View PDF article] [PDF with links]
303. Patrick L. Mason. 2000. Understanding Recent Empirical Evidence on Race and Labor Market
Outcomes in the USA. Review of Social Economy 58:3, 319-338. [Crossref]
304. Jan Ondrich, Stephen L. Ross, John Yinger. 2000. How Common is Housing Discrimination?
Improving on Traditional Measures. Journal of Urban Economics 47:3, 470-500. [Crossref]
305. Bernard E. Anderson,. 2000. Worker Protection Policies in the New Century. Journal of Economic
Perspectives 14:1, 207-214. [Citation] [View PDF article] [PDF with links]
306. William Gissy. 2000. Race and wages in the metro Atlanta fast food industry. International Advances
in Economic Research 6:1, 113-119. [Crossref]
307. Marcel Fafchamps. 2000. Ethnicity and credit in African manufacturing. Journal of Development
Economics 61:1, 205-235. [Crossref]
308. F. Carmichael, R. Woods. 2000. Ethnic Penalties in Unemployment and Occupational Attainment:
Evidence for Britain. International Review of Applied Economics 14:1, 71-98. [Crossref]
309. Patrick Francois, Jan C. C. van Ours. 2000. Gender Wage Differentials in a Competitive Labor Market:
The Household Interaction Effect. SSRN Electronic Journal . [Crossref]
310. David B. Mustard. 2000. Racial, Ethnic and Gender Disparities in Sentencing: Evidence from the US
Federal Courts. SSRN Electronic Journal . [Crossref]
311. ROBERTA SPALTER-ROTH, CYNTHIA DEITCH. 1999. “I Don't Feel Right Sized; I Feel Out-
of-Work Sized”. Work and Occupations 26:4, 446-482. [Crossref]
312. Susan Turner Meiklejohn. 1999. Has Discrimination Disappeared? A Response to William Julius
Wilson. Economic Development Quarterly 13:4, 321-338. [Crossref]
313. Major G. Coleman. 1999. Merit, Cost, and the Affirmative Action Policy Debate. The Review of Black
Political Economy 27:1, 99-127. [Crossref]
314. Kimberly Bayard, Judith Ilellerstein, David Neumark, Kenneth Troske. Why Are Racial and Ethnic
Wage Gaps Larger for Men than for Women? Exploring the Role of Segregation Using the New
Worker-Establishment Characteristics Database 175-203. [Crossref]
315. Stewart J. Schwab. 1999. Employment Discrimination. SSRN Electronic Journal . [Crossref]
316. Patrick L. Mason. 1998. Race, Cognitive Ability, and Wage Inequality. Challenge 41:3, 63-84.
[Crossref]
317. Stephen R. Shalom. 1998. Dubious data: The thernstroms on race in america. Race and Society 1:2,
125-157. [Crossref]
318. John Yinger. 1998. Housing discrimination is still worth worrying about. Housing Policy Debate 9:4,
893-927. [Crossref]
319. Patrick L. Mason. 1997. Race, Culture, and Skill: Interracial Wage Differences among African
Americans, Latinos, and Whites. The Review of Black Political Economy 25:3, 5-39. [Crossref]
320. Roberta Spalter-Roth. Race and Ethnicity in the Labor Market; Employer Practices and Worker
Strategies 263-283. [Crossref]
321. June E. O’Neill, Dave M. O’Neill. What do wage differentials tell about labor market discrimination?
293-357. [Crossref]
322. Jessica Gordon Nembhard. Post-industrial economic experiences of African-American men, 1973–
1993 241-261. [Crossref]
323. Darrick Hamilton, William Darity. Post-Racial America? 92-103. [Crossref]
